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ABSTRACT 
The central focus of this study is the relation between 
management, employees and trade unions, both before and during the 
retrenchment process, and the past employment and unemployment 
situation of the displaced employees. 
The study concentrates on three major aspects of the redundancy 
experience. The first aspect concerns management authority and 
legitimacy during the conflict situation of a retrenchment. A 
political approach is used in the study of the organisations, and a 
labour process approach is adopted to examine the strategies and types 
of control exercised by management over the production process. 
The retrenched employees' integration within the organisation and 
their attitude towards management and the redundancy decision differs 
markedly according to the level of trust existing between themselves 
and management, and this varies at the firms studied. 
The second aspect of the redundancy experience relates to the 
employment pattern of the redundant workers, both prior to, and as a 
consequence of, the retrenchment. A labour market segmentation 
approach is adopted to explain divisions within the labour market and 
the subsequent employment situation. Industrial characteristics, such 
as status and age, are also shown to be important as an influence on 
employment outcomes and for understanding variations in employees' 
views on the significance and meaning of work. 
The third aspect of the study concerns the unemployment 
experiences of the retrenched employees. In this context, the social 
and economic consequences of retrenchment, and factors explaining 
differences in the respondents' duration of unemployment, are 
explained. 
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PREFACE 
Over the last 20 years, the retrenchment of workers has become a 
common and recurring feature of capitalist economies during 
recessionary periods. Frequent factory closures have resulted in a 
substantial decline in, or elimination of, many Australian industries 
and in the displacement of their employees. The research reported in 
this thesis is an investigation of closures or redundancies at firms 
in three industries in south-east Queensland, in the Brisbane-Ipswich 
area, during 1984 and 1985. 
The word "redundant" is usually defined as meaning "superfluous, 
excessive, unnecessary" and, when used in the context of work, refers 
to the dismissal of employees whose services are no longer needed. 
Consequently, the term clearly denotes that loss of employment is not 
due to any fault of employees. This study shows, however, that 
becoming redundant had a demoralising effect on many individuals. 
To understand organisational outcomes, such as closures or mass 
redundancies, internal and external factors have to be considered. 
These factors set constraints on outcomes; however, within these 
confines, the actions of individuals still have a significant 
influence on the redundancy process. The study, therefore, emphasises 
the inter-relationship between the processes taking place within the 
organisation and the wider social context in which the redundancy 
occurs. 
The phenomenon of redundancy is examined from several analytical 
perspectives. Firstly, the study considers the influence of wider 
environmental factors such as the broader economic parameters within 
which the industry operates, the role of government policy, and 
community values and attitudes, upon the organisation and its 
redundancy decision. It then looks at how organisational context 
XV 
affects the way in which the redundancy is implemented, as 
6haracteristics such as a factory's size, structure, predominant 
technology, culture, work situation and workforce composition, exert 
an influence on industrial outcomes. 
In addition to examining the wider societal and organisational 
context within which the retrenchments occurred, the study looks at 
the redundancy process itself, the political struggles and behaviour 
of individuals, and employees' pre-redundancy orientations and 
attitudes to work. 
The study shows that management frequently handled the 
retrenchment process poorly. Often, employees who had given ten or 
more years' service to an organisation were given little or no advance 
notice of their retrenchment, and did not receive any personal support 
from their employer. Some of these employees were subsequently forced 
into a labour market in which supply sharply exceeded demand for the 
skills they had to offer, thus creating long-term personal social 
dislocation. 
These issues are placed in an economic and historical context in 
Chapter 1. The chapter also critically assesses different theoretical 
perspectives on redundancy, outlines the approach taken in the study 
and the methodology of the research, and provides a profile of the 
Scimple. 
Each of the following three chapters focus upon the study's 
three major areas of interest. Chapter 2 places emphasis on the role 
of management and authority and looks at the strategies and means by 
which management achieves legitimation and control over its workforce, 
both before and during the retrenchment process. 
Chapter 3 draws on Labour Segmentation Theory and adopts a Labour 
Process perspective on the employment position of the redundant 
XV1 
workers, discussing both the structural factors affecting their 
employment experience and their subjective views of work. Discussion 
in the latter half of the chapter deals with the re-employment 
experiences of the displaced workers, compares in detail their 
pre-employment experiences, and contrasts their pre- and 
post-redundancy situations. 
Chapter 4 focuses on the situation of the unemployed and shows 
how it is shaped by both structural and personal factors. In doing 
so, it outlines major theoretical perspectives on unemployment, and 
describes the unemployment situation in Australia. The factors which 
contributed significantly to the unemployment duration of the 
retrenched are closely examined in Part Two of the chapter. 
The next three chapters take the form of separate case studies of 
redundancy, with each study being divided into the following 
five sections: the background to the redundancy; management-employee 
relations; the role of the trade unions; the employment experience of 
the retrenched; and the unemployment situation of the interviewed. 
The first of these case studies. Chapter 5, describes the 
shutdown of the Acacia Ridge vehicle assembly plant in Brisbane by 
General Motors Corporation. Chapter 6 describes the events associated 
with the retrenchment and closure of the Bremer River Meatworks at 
Ipswich and the subsequent dispute between the Australian Meat 
Industry Employees' Union and Metro Meats. Chapter 7 investigates 
retrenchment in three metal industry firms in Brisbane - Malleys, 
Commsteel and Evans Deakin. 
The concluding chapter compares the findings of the three case 
studies, relating these to the analyses and findings in the preceding 
chapters, and discusses the implications of the study for social 
policy formulation, trade unions and employers. 
CHAPTER 1 
INTRODUCTION 
Redundancy was a widespread social phenomenon throughout much of 
the industrialised world during the 1970s and 1980s, when many Western 
economies experienced a decline in their level of industrial activity 
and a consequent rise in unemployment. Plant closures and workforce 
reductions dramatically reshaped economic life in many countries such 
as Britain, the United States and Australia. Employment in the 
manufacturing sector, as a proportion of total employment, has 
steadily declined in these countries over the last twenty years. The 
decline in industrial employment has been described as a process of 
"deindustrialisation" whereby the closure of plants and contraction 
of workforces occurs through firms shedding their labour. Harris 
(1984) shows the extent of the impact of plant closures within large 
manufacturing firms in the U.S. by revealing that the large firms 
eliminated 16 million jobs between 1976 and 1982. In Britain, Martin 
(1984) reveals that the number of redundancies averaged 400,000 
annually between 1980 and 1982. In Australia, in February 1984, over 
400,000 people, or one in four of all persons who left a job during 
the previous 12 months, did so because they were laid off (ABS, 1984). 
Bluestone (1984) points out that the impact of plant closures can be 
fully comprehended only in relation to employment lost in specific 
regions or industries. Similarly, Martin (1984) highlights the 
regional disparities which existed with regard to the incidence of 
redundancy in Britain. In Australia, the experience of some 
industries, for example the motor vehicle and basic metal products 
industries, which are investigated in the present study, has been even 
worse than for the manufacturing sector as a whole. 
Redundancy is a social issue which has both a private and a 
2 public dimension. With respect to the private dimension, the 
displaced worker's job loss is always a disruptive, and frequently 
traumatic, experience. The most obvious personal consequence of 
retrenchment is that the worker has to come to terms with the loss of 
a job and the likelihood of subsequent unemployment, in a situation in 
which alternative opportunities are not readily available. The public 
dimension has assumed increasing importance in those economies which 
are characterised by unemployment and deindustrialisation. For the 
wider society, the closing down of large industrial factories has 
important ramifications in that, if the scale of the retrenchment is 
significant, the community as a whole is likely to be severely 
affected. As Parker (1971) states: 
Redundancy is one of the great social and economic problems 
of our time. It means a loss both to the individual worker 
and the commvinity. For someone to be deprived of his job 
through no fault of his own is in many ways a personal 
tragedy, and if this happens on any widespread scale it is a 
condemnation of the economic system by which we live. 
The term "redundancy" has been used to describe those situations 
where jobs have disappeared or particular skills have become obsolete, 
and which have subsequently led to workers being retrenched. The 
Acton Society Trust defined redundancy as "The involuntary loss of a 
job through no fault of the worker concerned" (1958:1). The British 
3 
Ministry of Labour stated that redundancy occurs where the whole or 
main reason for an employee's dismissal "is that his employer's needs 
for employees to do work of a particular kind have diminished or 
ceased." The words "redundancy" and "retrenchment" are used 
interchangeably throughout this study. 
The way in which redundancy is managed depends to some extent 
on the cause in each particular case. The major causes of redundancy 
include economic factors, whereby the demand for a product or service 
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diminishes. Redundancy arising from this cause usually provokes less 
resistance from the workforce. Organisational measures, often termed 
"rationalisation", whereby a reorganisation of a company's existing 
resources occurs in order to improve productivity or to facilitate a 
company takeover, are another cause. Technological factors or 
"automation", whereby jobs are abolished or their numbers are reduced 
by the introduction of new machines, also result in retrenchments. 
Both technological and organisational changes are seen as deliberate 
actions that are within the control of employers and, therefore, in 
these cases, workers and their associations often show greater 
resistance. Finally, government policy may result in retrenchments: 
for example, a sudden reduction in the level of import protection or 
major changes in fiscal and social policy, could have implications for 
employment levels in some industries. Pauncz (1979:8) found in a 
survey of firms that the three most commonly cited reasons for 
redundancy were: economic downturn, escalating labour costs and 
overseas competition. 
Australian Studies 
In contrast to Britain, no studies on redundancy had taken place 
in Australia before the late 1970s, possibly because retrenchment was 
not considered to be a problem. Despite the more frequent occurrence 
of retrenchment after the 1960s, skilled or experienced workers could 
find re-employment with comparative ease, as Australia had a low 
unemployment rate (less than 3 per cent) and an expanding economy for 
the first 25 years of the post-war period. 
The low unemployment rate in Australia during the above period 
appears to have contributed to a lack of formulation of government and 
trade union policy on redundancy in comparison with the situation in 
other countries. In a survey undertaken by the New South Wales 
Department of Productivity (Pauncz, 1979), the absence of job security 
legislation and the small number of standard procedures dealing with 
redundancy in Australia were emphasised. The size of retrenchment 
payments depended on the industrial bargaining position of the trade 
union concerned and on the capacity of the employer to pay. 
Australian legislation on job security and retrenchment conditions 
still remains inadequate and piecemeal compared with that in many 
European nations. There have been some major developments, however, 
such as the 1984 Job Protection Award provisions granted to workers in 
the metal industry. 
Most of the studies into redundancy in Australia, in the late 
1970s and early 1980s, were in the form of published government 
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reports, or were carried out by state or regional bodies such as the 
Victorian Chamber of Manufactures or the Hunter Valley Regional 
Council for Social Development. These studies had a number of 
shortcomings: they focussed on regional centres such as Tenterfield, 
Albany or Whyalla, and their findings were therefore difficult to 
relate to retrenchment in metropolitan regions; the response rates of 
the surveys had frequently been low (a Bureau of Industry Economics 
survey in April 1982 achieving a response rate of less than 
33 per cent) (BIE, 1982); and the studies concentrated only on the 
economic effects of redundancy, especially the employment 
consequences, and completely neglected the background to the 
redundancy or the process of retrenchment. 
Later Australian research on redundancy carried out by Deery 
et al. (1986), Curtain (1985a), Wooden and Sloane (1987) and Kriegler 
and Sloane (1986) took the form of case studies of factory closures in 
metropolitan regions. The samples selected in these studies have been 
more representative and the response rates far higher than those in 
the earlier regional centre studies. The statistical methods adopted 
in the later studies were also more sophisticated than those of the 
earlier research. The later Australian studies, however, share a 
common shortcoming: they focus only on the post-redundancy experience 
of the retrenched and neglect the redundancy process prior to the 
closure. The intention of the present study is to examine not only 
the effects of redundancy, but to broaden the boundaries of inquiry to 
encompass the process of retrenchment and the wider sociological 
aspects of redundancy. The central concern of the study is to analyse 
management, employee and trade union relations during a redundancy 
situation and to examine the post-redundancy employment and 
unemployment experiences of the retrenched. The research, therefore, 
addresses the redundancy experience as well as the labour market 
situation, whereas most other studies have focussed on the 
consequences of being retrenched, rather than on the process itself or 
workers' attitudes to that process. In other research, therefore, 
redundancy has been conceptualised in an unproblematic way and its 
occurrence has been taken for granted. 
The consequences of redundancy cannot be isolated from the 
redundancy situation. In this analysis the social production of 
redundancy, which shows the manner in which it is legitimised and 
opposed, is examined. Consequently, the meanings and attitudes which 
the retrenched attribute to their actions and their social situation, 
and the way in which management and labour respond to the internal and 
external forces which create pressures to close a factory down or 
dramatically reduce the workforce, are analysed. As Martin and Fryer 
assert: 
Understanding behaviour within the labour market involves 
understanding the meaning of work and jobs and of the 
relation between these and the social structure (1973:2). 
The research is primarily concerned with the way in which issues 
relating to redundancy are defined in specific situations and, 
particularly within the context of the differing power relations 
between the three abovementioned social groups, also includes a 
comparative analysis of the reactions of employees from different work 
situations to the experience of being retrenched. 
Three aspects of the redundancy experience and the reactions of 
employees are examined. The first includes: employees' perceptions 
of management authority and legitimacy during the crisis situation of 
a retrenchment; the reasons and strategies affecting management 
decision-making; the handling of the redundancy; and the conflict, 
within management, concerning the decision. In addition, there is an 
investigation of the negotiations which occurred between management 
and trade unions. 
The second aspect relates to the employment experience and 
examines employees' attitudes to their work, both before and after the 
retrenchment. The research takes into account the effect of the work 
situation and occupational grouping on workers' responses to 
redundancy. A study of the attitudes of the retrenched workers 
towards their employment is important for understanding, in personal 
terms, the significance and impact of the decision. The research, 
therefore, includes an analysis of: those aspects of work which the 
retrenched saw as being most important to them; the meaning and 
centrality of work; and workers' feelings on job rights and security. 
A comparison of employment situations before and after the 
retrenchment, together with an evaluation of the role of the trade 
union, are also included. 
The third aspect of the redundancy experience focuses on the 
employees' unemployment experiences. The study examines the social 
and economic consequences of the retrenchment for those workers 
seeking re-employment and those factors which explain the different 
experiences of workers with regard to duration of unemployment. 
The redundancies which serve as the focus of the present study 
took place in Brisbane and Ipswich in 1984 and the interviews of 
employees were conducted approximately 12 to 15 months later. The 
case studies relate to three industries, the meat, metal and vehicle 
building industries, in five different companies in Brisbane-Ipswich. 
In the first case study the closure of a large Brisbane car assembly 
plant following the decision taken by the multinational company. 
General Motors Corporation, to transfer production to car plants in 
Victoria and South Australia is examined. The second case study is of 
a closure, in a strongly unionised meatworks plant at Ipswich, which 
occurred as a result of a company takeover. The third case study 
looks at three companies in the metal industry which were responsible 
for retrenching employees during the severe recession in that 
industry. 
Perspectives on Redundancy 
The phenomenon of redundancy has been analysed from a variety of 
approaches but it is possible to identify three major perspectives 
relating to it: the psychological; the labour economic; and the 
sociological, which is the approach taken in the present study. 
The psychological perspective is concerned with the effect of 
redundancy on the personality and behaviour of the displaced workers. 
It particularly deals with the concept of stress and the experience of 
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workers in coping with job loss. Major problems with the 
psychological approach are that the studies focus only on the 
9 individual and treat the redundancy as inevitable and unproblematic. 
This type of investigation overplays the importance of the role of the 
individual, and thereby attempts to explain the issue in personal, 
rather than broad social, terms. A study of redundancy must examine 
the social and economic conditions that produce the phenomenon, as 
well as the problems for the individuals affected by it. 
To date the labour economics perspective has been the dominant 
approach taken in studies on redundancy, and is characterised by a 
concentration on the post-redundancy labour market experience of 
workers and a neglect of the overall redundancy situation; this 
approach is evident in the case studies of Mackay (1972), Mackay and 
Reid (1972), Reid (1971), Daniel (1970), Herron (1975) and Kahn 
(1964). A major reason for the dominance of the labour market 
approach was that much of the research on redundancy was government 
funded and took into account policy considerations aimed at making the 
labour market more efficient in terms of employment allocation. 
Unlike the present research, studies which use the labour market 
approach begin with the redundant worker's dismissal and do not 
analyse events which occur during the redundancy. For example, the 
reactions of workers, the role of trade unions and the strategy of 
management are ignored by the labour market perspective. The 
redundancy and the labour market are taken as given and inevitable 
and, consequently, no examination of alternatives to redundancy takes 
place. 
The labour market studies have produced policies which have 
identified problems in management terms (Fryer, 1973:4). The main 
area of interest, therefore, has been the nature of the labour market 
adjustment process, and redundancy has been evaluated in terms of the 
extent to which it makes the former process more or less efficient for 
the operation of the employing organisation and the external labour 
market. 
The labour market approach is based on theories which uphold the 
existence of "the economic person" or rational behaviour and, 
consequently, does not attempt to examine workers' aspirations or 
actual experiences of redundancy (Wood and Cohen, 1977:21). This 
preoccupation with the efficient functioning of the market results in 
a neglect of the social and psychological costs experienced by the 
retrenched. 
Finally, little thought is given by labour market theorists to 
what Wood and Cohen describe as the "social production of redundancy", 
in regard to the context within which decisions are made to retrench 
workers and the manner in which decisions are implemented and 
legitimated. 
Lee and Harris (1985:20) describe the labour economics approach 
as a "commonsensical" view of redundancy which they term the "bathtub 
model". They argue that this model has its uses for the labour 
economist interested in how markets "clear" (i.e. how workers find 
alternative employment), but from the sociological point of view, the 
"bathtub model" only allows an examination of the "fittings" rather 
than the "plumbing". They state: 
The social structure, processes and relationships within 
which redundant workers are embedded and which shape, for 
example, their job acquisition behaviour on the household 
response to redundancy, have no place in the bathtub model. 
An understanding of the motivation of the retrenched workers and the 
meaning of their actions requires a broader perspective to be taken. 
The sociological perspective adopted in the present research 
places more emphasis on the social context within which redundancies 
occur. The approach advocates the need to take cognisance of 
different and often conflicting value systems. Consequently, system 
goals, such as "efficiency", become far more problematic in a 
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sociological analysis than in a labour market perspective. Martin and 
Fryer write: 
Instead of viewing the labour market as a mechanism for the 
adjustment of disequilibrium between labour supply and 
labour demand, one might view it as an arena within which 
individuals attempt to satisfy material, psychological, 
social and cultural needs and achieve personal goals within 
the perceived limits of a specifiable occupational 
structure, whether national or local (1973:22). 
The above perspective entails more of an analysis of the distribution 
of power within the organisation and society than other perspectives 
do, and is also more concerned with attempting to understand how 
redundancy is legitimised within different workplaces. 
Finally, the sociological approach recognises that redundancy is 
a social phenomenon, particularly with regard to the extent to which 
it affects communities and industries, and is instrumental in bringing 
about community change. 
Two important studies which have examined redundancy from a 
sociological perspective were undertaken by Martin and Fryer (1973) 
and Wood and Dey (1983). Although both studies have significantly 
influenced the present research, they have a number of shortcomings 
that have been avoided in this study. 
By addressing issues arising out of a sociological analysis, 
Martin and Fryer (1973) adopted a broader framework in their research 
than the labour market studies. Martin and Fryer assert that the 
causes and implementation of redundancy are affected by non-economic 
factors, e.g. cultural, political and social. They also consider 
there is a need to understand how those made redundant are affected, 
by analysing the attitudes and meanings this group assigns to its acts 
and social situation. 
There are, however, some problems with Martin and Fryer's 
research on redundancy. The redundancy process is interpreted from 
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the employee's perspective, with the managerial prerogative only being 
assumed, and little attention is given to forms of worker resistance 
or reaction to the decision, and to the role of the trade union. In 
addition, Martin and Fryer's discussion of the redundancy process is 
not related to the analysis of the post-redundancy experience of the 
displaced workers. 
The other major research on redundancy which has taken a 
sociological perspective are the redundancy case studies collected in 
the work of Wood and Dey (1983). Their major contribution has been to 
pinpoint the limitations of existing approaches and theories on 
redundancy, particularly the perspectives taken by labour economists 
and psychologists. Wood and Dey's work describes the way in which 
people perceive, evaluate and react to redundancies and, therefore, 
fills a gap in the existing analyses of redundancy which predominantly 
take the labour market approach. In their case studies Wood and Dey 
draw attention to the variety of redundancy processes and situations 
and the complex conceptual and empirical issues which constitute a 
study of redundancy. The authors conclude that the issues of choice 
and constraint were central aspects to the reactions given redundancy 
in the case studies. 
By concentrating solely on the reactions of workers to 
redundancy, however. Wood and Dey's approach tends to collapse into 
subjective accounts of redundancy, which makes it difficult to 
compare the case studies. Insufficient attention is paid in their 
work to the structural forces that determine and shape the choices and 
constraints confronting the retrenched employees, particularly the 
unequal distribution of power in an industrial organisation that 
determines both redundancy processes and the effectiveness of workers' 
reactions to redundancy. Seglow (1976) also examines the displaced 
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workers' reactions to the redundancy situation, but this research is 
limited by its technological determinism; redundant workers' attitudes 
are considered to be a mechanistic response to the technological 
conditions of their immediate work situation. 
A few studies which have taken a sociological perspective on 
redundancy have adopted a Marxist approach (Fryer, 1973; Clarke, 
1979). The merit of the Marxist approach is that it raises issues of 
control and authority; redundancy is seen as an expression of 
employers' interests, imposed through the power inherent in their 
ownership and control of industry. However, this approach adopts an 
unconditional defence of job security as an alternative to redundancy, 
assximing that workers "real interests" lie always in job stability. 
Redundancy results in a crisis with regard to the relations among 
management, unions and employees, and can therefore be analysed in 
terms of the conflict arising out of management's concern with 
efficiency and profit and the union's and employee's commitment to job 
security and stability. Although the prime concern of workers in most 
cases of redundancy will be job security, it is a gross simplification 
to argue that this is always the case. In this study, there is a 
rejection of the view that job security is of ultimate importance for 
all employees. 
The variety of employees' responses to retrenchment can be 
grasped more fully through an analysis of the opport\mities that were 
available to them after the decision was made. Workers define their 
interests according to the opportunities available to them which are 
derived from the distribution of power embodied in existing social 
relations. 
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The Approach of the Study 
Earlier in this chapter, a brief outline was given of the three 
aspects of the redundancy experience examined in this study. The 
following discussion examines these aspects more closely. 
With regard to employee reactions to management and authority in 
a redundancy situation, the present study differs from most other 
studies on retrenchment in two respects: firstly, in other 
retrenchment studies, a questioning of the decision-making process 
adopted by management is not included; and secondly, management is 
treated as an undifferentiated whole. In this study, the sectional 
nature of organisations is emphasised and a political rather than 
technical view of organisations is taken. There is also an emphasis 
on the conscious element in organisations and the importance of the 
concept of strategy. Management activity is seen as purposeful 
behaviour which is facilitated and constrained by structural factors. 
The deterministic approach of earlier organisational analyses, which 
holds that organisational forms are a product of economic constraint, 
is rejected. 
The form of ownership of the company can be an important 
influence on the strategies adopted by firms and on the decision taken 
with regard to retrenchment. The form of ownership also needs to be 
taken into account in an analysis of retrenched employees' reactions 
to the decision. 
In the discussion of management and authority, both the 
structural forms, or material practices, of management control of 
workers and the forms of legitimation used by management to achieve 
compliance from its workforce, are examined. With regard to the 
structural aspects of managerial control, an outline of the types of 
control exercised by management over the production process, and how 
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this affects the way in which the different groups of employees are 
handled during the redundancy situation, is provided. Braverman's 
deterministic view, that deskilling is the underlying process in all 
forms of work in capitalist society, is rejected. Friedman's typology 
is adopted because it allows a more flexible view of the reasons for 
the implementation of management strategies of control. He outlines 
two major management strategies of direct control and responsible 
autonomy. These strategies are dependent on market conditions, 
allowing management greater flexibility with regard to its workforce 
during periods of recession. The approach also allows for differences 
between industries and within industries. 
A labour process approach is used to examine the managerial 
control and workplace relations which existed before and during the 
redundancy. The following issues, which are discussed within the 
labour process approach and are relevant to the present study, are 
addressed: the effects of technological change on the skill levels of 
workers; the relationship between capital and labour; the basis of 
conflict in capitalist society; and the relative autonomy of the 
workplace. 
The forms of legitimation which management uses to obtain consent 
from employees are also analysed in the study. Important themes of 
work legitimating ideologies, which are significant for understanding 
not only employees' attitudes towards the decision-making process of 
the redundancy, but also their attitudes towards the hierarchy and 
authority within the organisation, are examined. Importantly, these 
work ideologies are not independent of the practices of management, 
and the approach taken in this research emphasises the 
inter-relationship of agency and structure; both the subjective and 
objective aspects of work. Acquiescence by employees can only be 
understood in relation to managerial control strategies. 
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Finally, the research includes a discussion of several theorists' 
classificatory systems of organisations, and the basis for adopting a 
broad framework, which utilises the following three styles of 
organisational control, is outlined: authoritarian, instrumental and 
neo-paternalist. These three forms of control are related to the 
different methods of control adopted in the three case studies of 
redundancy. 
The second aspect of the employment experience of the retrenched, 
which includes the structural factors affecting the respondents' 
employment experience and their attitudes to work, is analysed in the 
study. This focus on both the structural and subjective aspects of 
work is necessary in order to overcome the one-sided emphasis provided 
in other studies on retrenchment which either narrowly concentrate 
upon a labour market analysis of employment outcomes or simply discuss 
the subjective experiences of the retrenched without placing these 
experiences in any concrete social or labour market context. 
In order to analyse labour market outcomes, the study adopts the 
labour market segmentation approach. Examining the structure of the 
labour market and the manner in which it is segmented is fundamental 
for understanding the reasons for obtaining different types of 
employment following retrenchment. The author clarifies the approach 
taken in the present study in a discussion of the critique of 
neo-classical economic theory; in an analysis of labour market 
segmentation theory's development as an alternative perspective; and 
in an outline of major revisions to the theory that are embodied in 
the study. 
The retrenched workers' attitudes to their employment and 
re-employment experience are examined in relation to perspectives on 
the meaning of work in society. Empirical research on job 
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satisfaction, work commitment and the relationship of work and 
non-work, are discussed and compared with the attitudes and individual 
characteristics of the respondents participating in the present study. 
A labour market segmentation approach is used to analyse the 
third aspect, the unemployment experience of the retrenched, as the 
segmentation of the labour market is important for understanding the 
differing outcomes for the retrenched with regard to either obtaining 
new employment or enduring long-term unemployment. The post-
redundancy experience is, to a considerable extent, dependent on the 
way in which employment is structured. 
One problem with studies on unemployment to date has been the way 
in which unemployment is conceptualised as an undifferentiated 
phenomenon. Unemployment studies have also failed to investigate the 
manner in which individuals from various occupational groups have 
become unemployed (e.g. whether they were sacked or retrenched, or 
left voluntarily). In addition, researchers on unemployment have 
tended to perceive the phenomenon as being the result of impersonal 
market forces over which human beings have no control. The view taken 
in this study is that the market is the consequence of human actions, 
whether intended or unintended. At the other extreme there has been 
an attempt to analyse unemployment by examining only the individual 
characteristics of the unemployed. The approach taken in this study 
endeavours to avoid these shortcomings by providing a more adequate 
framework for an analysis of unemployment. This is achieved by 
describing the distribution of unemployment among the various groups 
in the labour market, as well as the ways in which individuals 
experience the problem. 
Four aspects of employment relations which affect unemployment 
outcomes are: the personal characteristics of employees; the status 
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or class location of an employment position; the economic sector 
location of a firm; and the stage in the business cycle. 
Theories of unemployment are evaluated as explanations for the 
existence of unemployment. The theories give only partial 
explanations for increased unemployment levels as there are several 
factors which contribute to the phenomenon. Neither Keynesian nor 
neo-classical theory can fully explain the causes of unemployment, as 
they do not include a consideration of the structural segmentation of 
the labour market. As demand in the labour market is discontinuous, 
important variations occur among different sections of the labour 
market in the level of unemployment. 
In order to understand the relationship between personal 
characteristics and the segmentation of economic sectors and 
occupational positions, this study draws on the strengths of the 
macro-level approaches, particularly the institutional and Marxist 
perspectives. However, it also incorporates the insights of the 
micro-level approach of search theory in order to understand the 
reasons for differences in the length of unemployment endured by the 
retrenched. 
The study looks at the structural changes in the demand side of 
the labour market in Australia and shows that, over the last 20 years, 
there have been considerable changes in the structure of industry and 
occupations. The individual experiences of the unemployed with regard 
to regaining employment are also addressed. An individual's prior 
experience of work influences the manner in which he or she 
experiences unemployment; workers from various sectors of the labour 
market will encounter unemployment in fundamentally different ways. 
The unemployment experiences of the retrenched can only be 
comprehended by relating their prior employment experience to more 
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personal factors; for example, by considering the extent of their 
occupational identity, their financial situation, and the influence of 
wider societal attitudes towards unemployment. 
Methodology 
The research on which this thesis was based arose out of a 
general interest in, and concern with, the large-scale and frequent 
retrenchments occurring in the manufacturing industries of south-east 
Queensland, and the consequent problem of unemployment for the 
displaced employees. There was also a conviction that too little was 
known about the issue of redundancy in Australia. In this section an 
outline of the research methodology used in the study is presented, 
including: a brief description of the background to the research; the 
general procedure adopted for collecting the information; the 
reliability of the information; details of the preliminary interviews; 
and the structure of the questionnaire and its administration. 
Finally, a description of the preparation of data for analysis and the 
characteristics of the final sample are outlined. 
The research project began in the middle of 1984, when initial 
contact was made with the AMFSU. I was introduced to members of the 
Unemployed Association of the AMFSU by union officials. I attended 
meetings of the Association and assisted with a number of activities 
instigated by the Association which were aimed at publicising the 
problems facing the metal industry and its workforce. 
The AMFSU, ECU and AMIEU generously agreed to support the 
proposed research project to investigate the effects of retrenchment 
on their members, and to provide access to the records of all members 
retrenched from the firms of Malleys, T.A. Field, Evans Deakin and 
GMH. This study, therefore, owes a great deal to trade union 
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co-operation and participation, particularly to the assistance of 
several officials from the above unions. 
Problems were encountered, however, in obtaining access to a list 
of the members of the VBEF working at GMH, as the VBEF union had 
refused permission to interview its members. This problem was later 
resolved when permission to access the personnel records at the GMH 
plant was obtained. In addition, the relevant employer associations 
and personnel departments of the firms being studied also refused 
access to employee records. Retrenchment was a sensitive issue to 
employers during the height of the recession. 
Preliminary Interviews 
The first stage of the research involved unstructured, in-depth 
interviews with key persons in the manufacturing industries being 
studied. The persons selected for interview consisted of 
fourteen trade union officials, eight retrenched employees, 
two representatives of employer associations, four managers and 
two industrial relations officers of the firms being researched. The 
purpose of these interviews was to acquire as much information as 
possible on the issue of retrenchment and to obtain personal accounts 
of the employees' experiences and knowledge of the subject. Those 
interviewed had very definite ideas on what the significant issues 
relating to redundancy in their industry were and, consequently, were 
an important influence on the final structure of the questionnaire. 
The study uses many different sources of data collection: 
unstructured and structured interviews; informal conversations; 
government reports and statistics; and other documentary material, 
such as union and company publications, shop steward diaries. The 
researcher did not consider one particular methodology was superior 
12 for the purpose of this investigation. In order to provide a 
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satisfactory explanatory framework for the study of retrenchment, 
different methods of acquiring information need to be utilised. 
The study used a formal survey questionnaire on the basis that it 
would enable a direct comparison to be made between the differing 
attitudes and experiences of the groups in the case studies. Much of 
the questionnaire consists of fixed choice, preceded questions. 
Qualitative data are, however, also utilised in the project, with many 
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of the personal interviews being long and intense. (One shortcoming 
of most redundancy studies is that they neglect the subjective 
experiences of the retrenched and, instead, focus solely upon labour 
market outcomes and statistical patterns of re-employment of displaced 
employees.) In addition, a qualitative approach provides in-depth 
data on the unfolding of the process of retrenchment, and the power 
relations and historical events leading up to the closure of the 
plant. 
A problem for both quantitative and qualitative research relates 
to the accuracy of the data received; interviewers may be vulnerable 
to the deliberate falsification or subconscious bias of information 
provided by their respondents. This problem was, to some extent, 
overcome by the use of multiple methods; the interview material could 
be verified against trade union records and unstructured interviews 
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could be checked with managers and against newspaper articles. 
The research consists of a series of case studies of firms that 
had completely closed down their operations or had retrenched large 
numbers of employees. The case study method has some obvious 
weaknesses with regard to the statement of general propositions but, 
as Blandy and Richardson (1982) have pointed out, it can be used to: 
... provide a detailed picture in an area where large-scale 
simplifications can be misleading (perhaps because the wrong 
simplifications have been made); to suggest hypotheses which 
21 
may not emerge from deductive reasoning; and to provide 
orders of magnitude for responses which cannot be isolated 
in aggregate analysis. 
The firms examined in the case studies provide the context for the 
respondents' work experience before redundancy. The study gives a 
background to the industrial relations and events leading to the 
closure of a particular plant. A significant amount of this 
background information was obtained through conversations with shop 
stewards and personnel managers and by accessing documentary material. 
The Construction of the Questionnaire 
The questionnaire contained a majority of preceded, and some 
open-ended, statements. The items in the questionnaire related to the 
concerns and issues raised in the preliminary interviews, and were 
also adapted from redundancy studies conducted overseas. The major 
research areas addressed in this study were structured under a number 
of sections in the questionnaire, as summarised below. 
Questionnaire Outline 
Section I is concerned with various background details of the 
retrenchment, employee responses to the retrenchment, the attitude of 
employees to management and financial details. 
Section II is concerned with the role of the union, both during 
and immediately before the retrenchment. 
Section III is concerned with the employment and unemployment 
situation of the respondents prior to and after the retrenchment. 
Section IV relates to the respondents' attitudes to work and to 
their organisation, in both their earlier and present work situation. 
Sections V and VI raise the same questions as Sections III and 
IV, except that, in the former cases, they relate only to retrenched 
employees who have not obtained employment since the retrenchment. 
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Section VII is concerned with the general social and political 
attitudes of the respondents. 
Section VIII consists of questions on personal background. 
Pretest of the Questionnaire 
A pretest of the questionnaire was conducted on 22 metalwork and 
clerical employees from various metal industry firms. Some early 
general findings from these interviews are as follows: the 
retrenchments were sudden and unexpected for most of the interviewed; 
the great majority of workers received less than one week's notice; 
and most of the retrenched received very small redundancy payments, 
for example less than one month's pay or no payment at all. 
The aims of the pretest were, firstly, to eliminate ambiguous and 
irrelevant items from the questionnaire. A second aim of the pilot 
survey was to establish the optimum length of the questionnaire. The 
questionnaire took about forty-five minutes to one hour to complete, 
which was considered to be an acceptable time period by the pilot 
group. A final aim of the pretest was to obtain respondents' 
attitudes to the questionnaire, that is, to ascertain whether it 
allowed them to express satisfactorily their views on unemployment and 
work. 
Sample Selection 
The aim of collecting in-depth accounts inevitably limits the 
number with which a study can deal, particularly when, as in this 
case, the author undertook the data collection alone. It was decided, 
therefore, that the number of interviews for the sample would be 
restricted to approximately 150 respondents. The final sample was 
slightly more than this number, however, with a total of 
176 respondents being interviewed. A major aim of the study was to 
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compare the differing outcomes in the labour market according to 
various occupational categories and, therefore, I decided to select 
approximately 50 respondents from the following categories: 
semi-skilled, skilled (or tradespersons) and white collar (or staff 
employees). 
In the semi-skilled category, a 10 per cent systematically 
selected sample was taken from a complete list of 430 employees 
working at the Bremer River Meatworks of T.A. Field. Consequently, 
43 meatworks employees were interviewed for the study. (The AMIEU had 
generously made available a list of all employees working at 
T.A. Field's meatworks.) In addition, a 10 per cent systematically 
selected sample was taken from a list of 205 shop-floor employees at 
GMH in Acacia Ridge supplied by personnel. Thus, 20 vehicle-builders 
were interviewed altogether. 
In the skilled category, 63 metal tradespersons (84 per cent) 
were interviewed from a list of 75 AMFSU skilled members from the 
four metal industry plants selected for study. The plants were 
Malleys at Woolloongabba, Evans Deakin at Rocklea, Commsteel at 
Moorooka and GMH at Acacia Ridge, and the skilled members chosen had 
been working for these organisations one month before the closure. 
In the white collar category, 30 clerks (73 per cent) were 
interviewed from a list of 41 members of the Federated Clerks' Union 
employed at Malleys and GMH who were employed one month before the 
closure of those plants. In addition, 20 supervisors and managers 
(91 per cent) were interviewed from a list of 22 employees supplied by 
GMH personnel. 
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The Co-operating Sample 
The original lists (the initial sample of 220) included 
16 persons who were not eligible for interview as they had not been 
retrenched. Consequently, the sample eligible for interview, which is 
termed the final sample, was 204. Within this sample, six persons 
could not be traced because the addresses in the company or union list 
were out of date or incorrect; seven had moved since they left the 
plant; one had died and two were too ill to participate; two, although 
living at the address given, could not be contacted after repeated 
calls; two were overseas; and eight refused to be interviewed. 
Therefore, 176 persons were interviewed altogether, an overall 
response rate of 86.2 per cent of the final sample. Table 1.1 shows 
how the co-operating sample was selected. 
TABLE 1.1 
SAMPLE SELECTION OF THE SURVEY ACCORDING TO OCCUPATIONAL CATEGORY 
Staff Skilled Unskilled 
Initial Sample (220) 63 75 82 
Deduct: (Persons not made 
redundant) 
Transferred within 
company 
Retired before redundancy 
Left before redundancy 
Still at the plant 
Final Sample (204) 
Deduct: Address out of date 
Moved 
Died or too ill 
Other non-contacts 
Refusals 
Co-operative Sample (176) 
2 
2 
-
-
59 
1 
-
2 
3 
3 
50 
1 
-
1 
4 
69 
2 
3 
-
1 
-
63 
-
-
4 
2 
76 
3 
4 
1 
-
5 
63 
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Representativeness 
There is no claim within this study that the statistical analysis 
of the sample can be generalised to the wider population of retrenched 
employees, nor can it be claimed that the interviewed represent all 
employees from the firms being studied. However, this sample is 
representative of most of the particular occupational groups within 
the firms being studied. The great majority of the clerks, skilled 
tradespersons and managerial staff on the lists supplied by the unions 
and personnel were interviewed. These lists of employees included 
only those employees still working at the plants one month before 
closure and, therefore, the study focuses more on longer term and 
older employees at those plants. The list of the vehicle builders at 
GMH was also biased towards the longer term employees. The AMIEU list 
of all meatworkers at Bremer River included details of their seniority 
and job type. The randomly selected sample was slightly biased 
towards the more senior and older members of the union. There was 
also a slightly higher percentage of "boning room" employees to 
"slaughter floor" employees than was the case in the complete 
workforce list. 
Administration of the Questionnaire 
The retrenchment survey was carried out solely by the author 
between February and December 1985, and interviews were conducted 
12 to 15 months after the retrenchment. This time lapse was not 
excessively long with regard to creating difficulties in recalling 
experiences and, at the same time, was a sufficient period for the 
purpose of gauging differences in subsequent unemployment and 
re-employment experiences. Letters were sent to the respondents 
informing them of the nature of the research and asking if they would 
be willing to be interviewed on their retrenchment experience. The 
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great majority were then contacted by telephone and an interview time 
was arranged. Nearly all the interviews were conducted in the homes 
of the respondents. In eight cases, respondents did not wish to be 
interviewed in their home and, therefore, an interview was conducted 
over the telephone; however, the Social and Political Attitudes 
section of the questionnaire was posted and subsequently returned. 
The quality of the telephone interviews was comparable to that of the 
personal interviews. 
The average length of the personal interviews was around 
one and three-quarter hours, the minimum period being one hour and the 
maximum three. The actual time spent answering the questionnaire was 
approximately 45 minutes. Therefore, roughly one hour was spent in 
informal discussion of the issues related to the concerns of the 
study, with respondents being encouraged to expand on these issues. 
The personal interviews were tape-recorded by the author. (Only 
three respondents refused to be taped.) 
Some of the interviewed were overly conscious of the presence of 
the tape-recorder in the early stages of the interview, but usually 
became oblivious to it as the interview proceeded. The greater part 
of the interviews was conducted in the form of a conversation and, 
with few exceptions, the respondents talked freely, volunteering views 
and information not covered by the questionnaire. All tapes were 
transcribed soon after the interview by the author. 
Argyris (1969:116) states interviews are "new psychological 
situations" which, by their nature, tend to produce tension, anxiety 
and conflict within individuals; however, this description could not 
be applied to the interviews conducted in this study. The generally 
good response found in the present study is probably due to the fact 
that a substantial number of the respondents felt rejected as a result 
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of their experiences, and were eager to discuss the disruptions to 
their lives that the retrenchment had caused. Conversely, a minority 
of workers made redundant refused to be interviewed because they felt 
extremely bitter, and did not wish to recall an experience which had 
obviously been distressing. 
Preparation of Data 
The information from the early informal and preliminary 
interviews was not used in the computer analysis, nor were the general 
discussions surrounding questions in the main survey interviews. 
Excerpts from the interviews were used to illustrate respondents' 
perceptions of work and retrenchment. Information from some of the 
open-ended questions was coded into categories developed by the author 
and used in the computer analysis. As with the information from the 
informal interviews, the responses to the open-ended questions were 
used illustratively throughout the reporting of results in the study. 
After the completion of coding, the data were prepared for computer 
analysis, the details of which are reported in the relevant sections 
of the thesis. 
Profile of the Retrenched Employees 
Knowledge of the personal characteristics of the displaced 
workers is relevant to an understanding of their experiences in the 
labour market. The vast majority of the respondents were male 
(87 per cent), their average age was 44.7 years and their average 
length of service was 12 years. An outline of relevant personal and 
employment factors is presented in Table 1.2. 
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TABLE 1.2 
PROFILE OF THE RETRENCHED EMPLOYEES 
(Column Percentages) 
Age 
< 30 years 
31-40 years 
41-50 years 
51-65 years 
Birthplace 
Australia 
Britain 
Northern Europe 
Southern and Eastern 
Europe 
Asia and Pacific 
Marital Status 
Married/defacto 
Widowed/separated 
Single 
Dependants 
Yes 
No 
Education 
Primary/some secondary 
Junior secondary 
Senior secondary 
Apprenticeship completed 
Tertiary completed 
Length of Service 
< 2 years 
Between 2 and 7 years 
Between 7 and 14 years 
Over 14 years 
Skill Level 
White collar 
Skilled 
Unskilled/semiskilled 
Male 
(n = 153) 
9.4 
21.4 
38.5 
30.7 
70.6 
13.7 
9.1 
3.3 
3.3 
87.6 
6.5 
5.9 
56.0 
44.0 
32.7 
12.3 
9.2 
41.2 
4.6 
2.6 
24.8 
32.7 
39.9 
23.5 
41.2 
35.3 
Female 
(n = 23) 
13.1 
26.0 
17.4 
43.5 
65.2 
30.4 
4.4 
0.0 
0.0 
65.2 
17.4 
17.4 
39.1 
60.9 
56.5 
21.7 
17.4 
0.0 
4.4 
8.7 
17.4 
39.1 
34.8 
60.9 
0.0 
39.1 
Total 
9.7 
22.1 
35.8 
32.4 
70.0 
16.0 
8.4 
2.8 
2.8 
86.6 
8.0 
7.4 
56.2 
43.8 
35.8 
13.7 
10.2 
35.8 
4.5 
3.4 
23.9 
33.5 
39.2 
28.4 
35.8 
35.8 
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The survey population is considerably older than the Australian 
population as a whole (see Table 1.3), and this factor has an 
important bearing on the likelihood of re-employment for the 
retrenched group. 
TABLE 1.3 
COMPARISON OF THE AGE DISTRIBUTION OF THE RETRENCHED 
WITH TOTAL AUSTRALIAN LABOUR FORCE 
(Column Percentages) 
Age Group Retrenched Age Group Australia 
< 30 years 9.7 15-24 years 22.1 
31-40 years 22.1 25-34 years 24.9 
41-50 years 35.8 35-44 years 20.8 
51-65 years 32.4 45+ years 32.2 
Table 1.4 shows, with regard to the Australian labour force, that the 
vast majority of those who are retrenched are young people under 
34 years, while only a small percentage of persons over 55 years are 
retrenched. The fact that nearly one-third of the research population 
was over 51 years is therefore atypical in the wider Australian 
context. 
The age distribution, when broken down according to sex, reveals 
that a large percentage of respondents, of both sexes, were over the 
age of 50 (30 per cent for males and 43 per cent for females). If the 
41-50 years bracket is also included, the great majority of both sexes 
(69 per cent of males and 61 per cent of females) are in the "older" 
age category of the workforce. At the other end of the distribution, 
only a small percentage of respondents, of both sexes, were in the 
under 30 years category (9.4 per cent and 13.1 per cent respectively). 
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TABLE 1.4 
COMPARISON OF AGE DISTRIBUTION OF RETRENCHED WITH AUSTRALIAN 
LABOUR FORCE - PERCENTAGE DISTRIBUTION 
(Column Percentages) 
Retrenched 
Age Group 
< 30 years 
31-40 years 
41-50 years 
51-65 years 
Sample 
(n = 176) 
9.7 
22.1 
35.8 
32.4 
Aust: 
Age Group 
15-24 years 
25-34 years 
35-44 years 
45-54 years 
55+ years 
ralian Labour 
All Persons 
left Job due 
to Business 
Closure 
(n = 78,300) 
24.4 
27.2 
25.7 
15.3 
7.4 
Force 
All Persons 
left Job due 
to being 
Laid Off: 
No Work 
(n = 227,500) 
39.0 
27.5 
16.5 
9.6 
7.4 
The majority of individuals in the sample were married at the 
time of the retrenchments (84.8 per cent), although only just over 
half the sample (56.2 per cent) had dependent children, a factor 
associated with the large percentage of the sample who were over 
50 years of age. 
TABLE 1.5 
SURVEY POPULATION: PROPORTION OF MALES AND FEMALES MARRIED 
IN EACH GROUP 
Age Group 
Males 
(%) 
< 30 years 
31-40 years 
41-50 years 
51+ years 
61.5 
87.9 
91.5 
89.4 
Females 
(%) 
33.3 
66.6 
100.0 
63.6 
Total 86.9 65.2 
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There is little ethnic diversity within the group studied: most 
of the interviewed (70 per cent) were Australian and the majority of 
those born outside Australia were from Britain (16.0 per cent). In 
addition, only 4 per cent of those born outside Australia had lived in 
the country for less than ten years. 
An examination of the educational background of the sample as a 
whole reveals that less than 5 per cent had tertiary qualifications 
and nearly half (49.2 per cent) had left school prior to completing 
Senior or had no apprenticeship. Most of the employees had very long 
periods of service with their former employer: 72 per cent had been 
working for the same employer for over seven years compared with 
38.8 per cent for the Australian labour force which had remained with 
the same employer in excess of five years (ABS, February 1984). 
In summary, the sample interviewed were predominantly male, 
married, Australian, not highly educated, and had accumulated long 
periods of service with the employer who eventually retrenched them. 
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Notes to Chapter 1 
1. See Lee (1987), Westergaard (1989) and Blackaby (1979) for a 
discussion of deindustrialisation and redundancy. 
2. Martin and Fryer (1973) state "sociology as C.W. Mills stressed 
should be concerned with private problems and public issues. 
Redundancy is a pressing personal problem for the workers 
involved and a major issue for policy-makers concerned to 
maximize the suffering caused by economic and technological 
changes." 
3. Cited in Parker (1971). 
4. An important exception to this neglect of the process of 
retrenchment is Taylor's (1986) research on redundancy in the 
Newcastle shipyards. 
5. Detailed research on job security in Australia and the existing 
legislation covering redundancy payments and conditions are 
discussed in the following: Hughes (1974), Yerbury (1973), Deery 
(1985), Yerbury and Clarke (1983) and Fisher (1969). 
6. Curtain (1985a) and Wooden (1987) give a detailed discussion of 
the few Australian studies on redundancy. 
7. For psychological studies on redundancy, see Kasl et al. (1975, 
1982) and Hartley and Cooper (1976). 
8. The present study does not address the psychological aspects of 
redundancy as they were considered outside the scope of the 
present work. 
9* Wood (1977) gives a detailed critique of studies on redundancy 
from a psychological perspective. He criticises the 
psychological approach for a general failure to link the problem 
of redundancy and stress to an analysis of society. He condemns 
the psychological view that a solution to the problem of 
redundancy lies in changing individuals' states, i.e. stress 
elimination. 
10. Wood and Cohen (1977:21) state, "The labour economist 
concentrates on the redundant as opposed to the redundancy ... 
the central issues chosen for investigation are usually length of 
post-redundancy unemployment, extent of geographic mobility, 
etc." 
11. See also Lee (1985) and Lee and Harris (1985). 
12. The different social science methodologies tend to produce 
different kinds of data and perform different functions 
(Mintzberg, 1979). 
13. Lofland (1971) describes the long indepth interview as an 
"intensive interview". 
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14. This problem of verifying the accuracy of interview material is 
discussed in Webb and Weick (1979) and Hardy (1985). 
15. Lofland (1971:88) discusses the situational effects of a 
tape-recorder upon interviewing. 
I* 
CHAPTER 2 
MANAGEMENT, AUTHORITY AND TRUST RELATIONS 
Introduction 
Studies of retrenchment have generally neglected to question the 
decisions made by management to lay-off large numbers of employees or 
shut down a factory. Management is treated as an undifferentiated 
entity and its decisions are implicitly assumed to be correct, 
particularly if the organisation has been suffering a continual loss. 
Many of these major decisions, such as the closure of a plant, 
are made by the senior management of large corporations as part of a 
broader corporate strategic plan. Taylor (1986:85), in discussing 
corporate strategy, asserts: 
It is this form of corporate 'engineering' which helps top 
management to identify those activities of the company which 
might be useful candidates for contraction, rationalization 
or even closure and liquidation. 
However, there are significant problems associated with the 
researching of management strategies on issues related to 
retrenchment; one is the obvious problem of access to the 
decision-making process at the highest level of the corporation. As a 
consequence of this lack of access, the researcher is forced to make 
sense of a variety of indirect sources in establishing the reasons for 
certain decisions. Thurley and Wood (1983:137) believe that many 
writers on organisations often tend to impute a rationality and 
intention to managerial actions for which there is little factual 
evidence. 
There are several important issues regarding management 
strategies that are problematic and, therefore, need to be examined 
more closely. In the material which follows, the notion of strategy 
35 
itself will be explained in relation to types of control of the 
production process. 
In the first instance, the research rejects the deterministic 
approach taken in many organisational studies and adopted in most of 
the case studies on redundancy, in which organisational forms are seen 
as being products of economic constraint. Instead, emphasis is placed 
on management activity as purposeful behaviour which is facilitated 
and constrained by structural factors. The political and sectional 
nature of organisations, and how these factors influence management's 
decision to retrench, are also stressed. In the case study material 
provided in the later chapters, the divisions which existed within 
management during this period of crisis are revealed. 
The forms of legitimisation management adopts in order to achieve 
compliance from the workforce are also examined. Work legitimising 
ideologies are shown to influence employees' attitudes towards the 
company hierarchy and the retrenchment decision itself. Finally, an 
outline of classifications of organisations and a framework for styles 
of organisational control, which is related to the three case studies, 
are provided. 
In the second part of the chapter, the structural factors 
affecting management's implementation of the redundancies are 
described and the retrenched employees' attitudes towards their work 
organisation and management are examined. 
PART ONE: MANAGEMENT AND CONTROL 
Management and the Notion of Strategy 
Chandler (1962:13) defines strategy as the "determination of the 
basic long term goals and objectives of an enterprise, and adoption of 
courses of action and the allocation of resources necessary for 
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carrying out these goals." Thurley and Wood (1983) provide a simpler 
definition, using the term to describe a "particular set of choices 
taken over a period of time for a given objective." 
In both cases, the concept of strategy is associated with 
long-term goals and is usually called "corporate strategy" or 
"business strategy". However, the term can also be defined in the 
more limited sense, as it is by Gospel, (1983:91) as being the "plans 
and policies used by management to direct work tasks, to evaluate, 
discipline and reward workers; and to deal with their trade unions." 
In this sense, the term describes what may be called "industrial 
relations strategies" and refers to the policies developed by 
management to enable the maintenance or changing of the procedures or 
practice of industrial relations activities over time. 
There have been attempts by theorists such as Wood (1980) to 
relate the industrial relations strategy to the corporate strategy, 
rather than viewing the former as relatively autonomous. However, 
there are considerable difficulties in this approach as the two levels 
of strategy are often relatively independent in practice, both in 
terms of institutional location and long-term planning. Indeed, Rose 
and Jones (1985), from their studies of work re-organisation and 
industrial relations practices, emphasise the "piecemeal, 
uncoordinated and empiricist character of managerial action" in the 
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realm of industrial relations. 
Chandler (1962), in discussing the relationship between the 
strategy and structure of an organisation, maintains that overall 
company structure follows strategy. The relationship of strategy and 
structure is, however, more complex as it is highly interdependent. 
As Wood (1980:62) explains, "the relationship between strategy and 
structure is not so much causal as symbiotic. That is, the firm's 
goals are not independent of its existing resources." 
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The concept of strategy does imply the existence of an external 
force or forces which must be anticipated and, therefore, an element 
of consciousness is inherent within the notion, which is relevant to 
Child's (1972) idea of strategic choice. Child believes that, within 
constraints, management has the ability to choose the course of action 
it follows; the decision is made by a dominant coalition of managers 
but is subject to negotiation with other groups. His use of the term 
"strategic choice" is not only limited to management's adaptation of 
the organisation to suit prevailing conditions, but also applies to 
the shaping of management's organisational ends and policies. 
Therefore, the idea of corporate strategy becomes more complex, moving 
away from set goals to a diversity of possible strategies. 
Child argued for the inclusion of the concept of strategy in 
organisational analysis, believing it was important to move beyond the 
deterministic approach of contingency theory, which sees 
organisational forms largely as a product of economic constraint. 
Instead, Child favours a more political, and less technical, concept 
of organisations, believing that the study of organisations is an 
"essentially political process in which constraints and opportunities 
are functions of the power exercised by decision-makers in the light 
of ideological values" (1972:16). 
However, the attitudes and values of organisational managers and 
members are also influenced by external factors. Giddens's (1979) 
theoretical approach corrects any voluntaristic imbalance, so that the 
concepts of action and structure are systematically related. Action 
refers to the purposeful intervention of individuals on the basis of 
social rules, using ideological and material resources. Such 
purposeful intervention contributes to structure, that is, to the 
organised properties of social systems. Structure or structural 
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factors are not only the product of social interaction, but also 
enable and constrain activity which Giddens describes as the "duality 
of structure". Giddens's approach, which is adopted in this study, 
interprets managerial activity as purposeful behaviour that is 
facilitated and constrained by structural factors. Therefore, 
emphasis must be placed on the importance of the relationship between 
product market conditions and management strategy, along with the 
significance of the political-economic conditions and processes, both 
within and outside the organisation. 
The organisation, when viewed as a political entity formed by 
groups with competing interests, entails an understanding of its 
overall corporate, and industrial strategy and a range of complex 
factors, rather than simply focusing on a narrower range of issues. 
Child has, therefore, been criticised for avoiding the implications of 
his political view of organisations by relying on the concept of 
dominant coalition, which avoids analysis of competing elements or 
groups within the enterprise in order to comprehend a particular 
strategy. As Wood (1980:13) states: "the question is not so much one 
of strategic choice as one of strategic control - the power over 
corporate strategy." 
Crozier's (1964) concept of the bureaucratic phenomenon is 
relevant to the present study, as it emphasises the sectional nature 
of organisations and the way in which change instituted by one group 
may be stopped by another. According to this view, actors within the 
organisation are guided by strategies which they try to impose on the 
organisation and thereby influence its direction. However, after 
establishing this divided or political concept of organisations, 
3 
tracing the sources for these divisions becomes a problem. For 
example, Armstrong in his organisational research into rivalry between 
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professional groups such as accountants, lawyers and engineers, 
concluded: 
Strategies are based on generalizations of the techniques 
and knowledge possessed by professional groups in 
competition for the key positions within the global function 
of capital (1984:116). 
Consequently, this approach questions the view that managerial 
strategies can be equated simply to the interests of capital, as the 
latter are determined by the "professional" or sub-group that is 
dominant in the organisation. Morgan and Hooper (1987:198) take the 
insights of Armstrong on the heterogeneous nature of the organisation 
one step further, by revealing that divisions within the organisation 
are not simply due to the rivalry of professional groups, but are also 
based on the competing and sectional interests of management according 
to their particular support of a "circuit of capital". 
Finally, in addition to the decisions taken within management, 
the present study takes into account the role of lower level 
participants within the organisation in influencing directly or 
indirectly the strategy formation and the direction of organisations. 
Ownership Control and Strategy 
A further source of division, and an important influence on the 
formulation of strategies within firms, can be the form of ownership 
of the firm and its relationship with management. The form of 
ownership can help explain the basis on which the retrenchment 
decision was made and has an influence on the reactions of the 
affected employees to the decision. 
The "thesis of managerialism" maintains that the contemporary 
corporation is characterised by a divorce of ownership and control, 
which has created a new class of managers who effectively control the 
organisation. These managers are seen as being more socially 
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responsible than their predecessors, the entrepreneurs, and are not as 
constrained in their actions by the forces of the market. Assertions 
that control has passed from owners to managers, and that maximising 
profit is no longer the manager's first priority, can be criticised on 
the basis of the dominance of finance or banking capital and its role 
in determining the future strategy of a corporation. 
Without disregarding the importance of other forms of capital, 
there is evidence within organisations that monitoring and control are 
becoming increasingly important in financial terms. Child (1969), in 
his study of management thought, argues that there is a lack of 
discussion of the financial exigencies faced by managers, which forces 
them to take account of practical imperatives at the expense of 
conceptual principles. 
Manager-controlled enterprises, through their dependence on 
finance capital, cannot ignore financial performance. As Francis 
(1980) argues, it is finance capital, rather than managerialism, that 
has emerged as a force from the separation of ownership and control. 
Taylor also explains that the models used to guide decision-making at 
a high level, on such questions as the rationalisation or closure of 
an operation, have their origins in marketing and financial management 
concepts from the U.S.A. He suggests that "what is termed 'strategic 
human resource management' is now perceived in many corporate quarters 
as a matching framework for personnel and industrial relations 
management" (1986:86). The increasing importance of finance capital 
has been attributed partly to the changing structure of ownership in 
countries such as Australia and the more significant role played by 
institutions such as insurance companies. 
While not disputing the effect of finance capital on management 
decision-making, which has been stressed by Taylor and Francis, this 
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perspective incorrectly holds that management is an unproblematic 
agent of capital which always acts in a rational manner. This 
interpretation, therefore, shares some of the problems mentioned 
previously regarding the inadequate conceptualisation of management as 
an undifferentiated entity (Perrow, 1970:180). 
The more recent writing of Scott (1985) and Morgan and Hooper 
(1987) contends that ownership can still be an important influence 
on the strategies adopted by firms. For example, during times of 
major corporate decision-making, large shareholders influence company 
policy. Scott speaks of a "constellation of interests", where 
shareholders collectively form a controlling block. Admittedly, 
managers are often in a good position to influence their shareholders, 
but must qualify their influence according to the structure of the 
ownership of the company. 
Managerial Strategy and Types of Control 
The term "strategy" also relates to the types of control 
exercised by management over the production process. Braverman (1974) 
argues that deskilling is the underlying process in all forms of work 
in a capitalist economy. Deskilling enabled a homogenisation of work 
to make it more amenable to control and also facilitated the transfer 
of production knowledge from workers to management. Importantly, 
Braverman focused on employers' attempts to rationalise the production 
process and thereby control labour and he considers that deskilling 
constitutes the main employer approach to controlling labour. 
Consequently the notion of strategy is overlooked; there is simply an 
inherent tendency by capital to take all control from wage labourers. 
Other theorists, however, such as Edwards (1979) and Friedman (1977), 
maintain that the process of job reorganisation and control should be 
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considered within the context of managerial strategies that emphasise 
the various forms of control within capitalism. 
Edwards (1979) rejects Braverman's assumptions on the managerial 
control of labour and, instead, traces the development of systems of 
labour management and the growth of employer strategies, arguing that 
there has been a shift to structural forms of control; these are found 
in the social or physical structure of the workplace, rather than the 
personal power of the employer. Edwards discusses the "simple" or 
"direct" control of the foreman in relation to the relatively 
unsophisticated piece-work systems, and the "technical" control made 
possible by machines and methods involving the reorganisation of work 
(1979:112). 
Finally, he outlines the bureaucratic stage, which is an 
institutionalised form of control based on systematic administrative 
structures in which employers create elaborate systems of rules and 
procedures to control employees. Bureaucratic control is, for 
Edwards, "the most important change wrought by the modern corporation 
in the labour process" (1979:132), allowing for greater job security, 
rights and mobility within the organisation. The concept of 
bureaucratic control corresponds to the increasing importance of 
growth of Internal Labour Markets, and is crucial for understanding 
the differences in privilege between employees, both within and 
between industries (Burawoy, 1979; Rubery, 1980). 
However, the typological approach of Edwards is too 
deterministic, as it overlooks the wide range of strategies available 
to management. In addition, Edwards, like Braverman, overemphasises 
the single trend of an imperative of control of the labour process. 
For example, in the earlier work of Edwards et al. (1975) he tries to 
show a long-term trend towards an entrenchment of management control. 
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Edwards later argues that increasing bureaucratic control leads to a 
change in the "total behaviour of the worker" (1979:148), by making 
workers more predictable and thereby subject to greater control. One 
problem with this radical approach is that the benefits of 
bureaucratic control are only credited to the capitalist; however, the 
resulting phenomena, such as Internal Labour Markets, are also of 
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obvious benefit to employees. 
The work of Friedman (1977) gives a more flexible view of the 
implementation of managerial strategies, in comparison to the 
historically rigid approach of Edwards. Friedman, in his discussion 
of the British hosiery and automobile industries, outlines two major 
management strategies: "direct control", which is implemented through 
coercion and close supervision and is associated with large 
organisations having stable product markets and a disorganised 
workforce; and "responsible autonomy", whereby workers are given wider 
discretion over the direction of their work in order to maintain 
management authority. Responsible autonomy is defined in terms of 
"the maintenance of managerial authority by getting workers to 
identify with the competitive aims of the enterprise so that they will 
act responsibly with a minimum of supervision" (1977:48). This 
strategy is more applicable to relatively privileged and skilled 
employees who already have some form of job control, and discretion 
and is related to the development of monopoly capitalism, with the 
larger and more stable firms developing internal labour markets; this 
means there is a greater integration of employees within the company. 
Unlike Edwards's approach, Friedman's is not a deterministic 
stage theory, as it allows for backward and forward movement between 
types of control; however, like Edwards, he discusses strategies in 
the context of differing labour and product markets. Friedman's 
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typology of "direct" and "responsible autonomy" strategies allows for 
the differences between industries and also within industries. 
Friedman argues that "tight" (direct) and "accommodative" 
(responsible autonomy) approaches by management are dependent on 
market conditions, and that they can help explain changes in 
management strategy under different conditions and periods of time. 
The application of different labour management strategies to different 
groups of workers presents management with significant means of 
achieving greater flexibility with regard to its workforce during 
periods of economic recession or boom. Friedman distinguishes between 
core and peripheral workers according to how essential their skills 
and capacities are to the securing of high long-run profits: central 
employees are treated in terms of responsible autonomy, while 
peripheral employees are more subject to direct control because of 
their expendability. This division can also be applied to firms, and 
helps explain differences between the work conditions of employees of 
a large corporation and those of a small firm dependent on contracts 
from the large corporations. 
There is also a rejection by Friedman of the view that the labour 
process within capitalism is inherently deskilling. Instead, Friedman 
locates the labour process within the wider product and labour 
markets, arguing there is no single technological direction under 
capitalism, partly because of managerial accommodation of worker 
resistance, and also because the economic interest of capital is not 
always served by deskilling labour. The extent to which management 
will implement direct or relative autonomy strategies will be 
determined by how "tight" or "loose" the labour market is for 
particular skills, or by the flexibility of the product market to set 
prices. 
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Although this study relies strongly on Friedman's theories, some 
shortcomings in his approach need to be acknowledged. For example, 
the strategies of direct control and responsible autonomy are 
separated too sharply. Nichols (1980) complains of "collapsing of 
management's potentially wide ranging repertoire of practices at this 
level into essentially two." Thompson (1983:143) believes that 
Friedman's concepts of "direct control" and "responsible autonomy" are 
best understood as opposite ends of a continuum of practices, rather 
than all-embracing strategies. A further criticism relates to 
Friedman's belief that management cannot be a two-tier process; that 
is, that scientific control forms cannot be complemented by "human 
relation" methods or vice versa. Storey (1985:194) rejects this 
position as being based on "monist" presumptions, in that they rest on 
functionalist premises that capital can, and must, derive a single 
coherent system of control to ensure the structurally recurring 
extraction of surplus value. 
Storey is correct in arguing that the diversity and complexity of 
social control processes within work organisations has not been 
sufficiently explored. Most of the studies on management control have 
been overly schematic and have failed to reveal the mix of strategies 
and techniques needed to control a labour force. Storey also 
describes Friedman's approach as being overly deterministic and 
structuralist. In reply, Friedman (1987:291) argues that structural 
influences cannot be overlooked when attempting to detect patterns of 
control by management. Friedman's case studies reveal that increasing 
competition in product markets and oversupply in external labour 
markets force managers to adopt strategies of direct control and that 
opposite influences result in the implementation of strategies of 
Responsible Autonomy. The influence of market conditions is, however. 
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mediated by the interflow between worker resistance and managerial 
counter-pressure. Consequently, Friedman is not maintaining that 
there is an "iron law" which governs the relationship between certain 
strategies and particular market conditions. 
An analysis of managerial strategies involves more than 
assessment of relations in the workplace; the importance of wider 
influences, such as product and labour markets, also needs to be 
considered and it is with regard to these aspects that Friedman's 
approach provides important conceptual tools. 
Recent work by Child (1985) and Morgan and Hooper (1987) 
complements the perspective of Friedman. Child believes there is a 
relationship between labour market conditions and management 
strategies. For example, a long recession will affect management 
decision-making at a corporate level. Management strategies can, 
therefore, be placed in the context of the introduction of new 
technology and the mass unemployment experienced by capitalist 
economies in the late 1970s and 1980s. He considers that deskilling 
is only one of four strategies, including subcontracting, job 
elimination through automation and polyvalency, whereby employees take 
on tasks which straddle former job boundaries. Morgan and Hooper 
(1987:616) feel that writers such as Child and Friedman relate the 
complexities of the processes of job reorganisation to the wider 
economy while hardly considering the complex relationship between 
management and capital. Morgan and Hooper's analysis of the influence 
of capital on managerial strategies and the labour process which was 
discussed earlier is also relevant here because several of the issues 
discussed so far are brought together in their conclusion where they 
assert: "It is not simply a question of developing a notion of 
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managerial strategies towards the labour process; these strategies in 
their turn need to be located in a specifically capitalist context" 
(1987:616). This "capitalist context" is complex and, in addition to 
the relationship of managerial strategy to product and labour markets, 
includes: the competition between professional groups to define 
corporate strategies; the relationship between ownership and 
management in the formulation of strategies; and the location of 
strategies in relation to the circuits of industrial, commercial and 
banking capital. 
Labour Process Theory 
In order to understand the process of retrenchment in the case 
studies investigated, the approach of this study is to examine 
management control and the workplace relations that existed both 
before and during the redundancy. The research therefore looks at the 
patterns of both co-operation and conflict existing at the shopfloor 
level of the organisation. 
Workplace relations describes the relationship between managers 
and workers, at the factory or office level, which influence the 
manner in which work is carried out. Workplace relations are 
therefore concerned with control of the labour process: this is the 
process whereby labour power (the potential to work) is converted into 
labour (that is the actual work effort) under conditions allowing 
capital accumulation. 
Since the mid-1970s there has been considerable debate over 
particular aspects of labour process theory. Several of the important 
issues will now be addressed, in order to clarify the position taken 
in the present study. Aspects discussed will include: the debate on 
deskilling and new technology; the relationship between capital and 
labour in the workplace; the sources of conflict in the workplace; 
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and, finally, the relative autonomy of the labour process from the 
wider society. 
Deskilling and New Technology 
There have been dramatic shifts in the interpretations and 
forecasts, by social commentators, of the likely effects of new 
technology upon the skill level of workers. Early writings on the 
sociology of work were optimistic that there would be a general 
upgrading of skills and status as a consequence of the introduction of 
automation (for example Blauner, 1964; Bell, 1974). 
During the late 1970s there developed a more pessimistic attitude 
towards the effects of technology, whereby capitalism was considered 
to deskill work in the constant drive for lower production costs and a 
greater control over the production process. Examples of this 
approach are included in the case studies of Zimbalist (1979) and in 
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Dunkerley's (1980) essay. In 1980s writings, the development of a 
more optimistic view of the relationship between skill and new 
technology can be detected. In examining skill distributions in the 
U.S.A. between 1870 and 1970, Form (1981:149) reports "the most 
striking trend is the slow rise in male skilled workers since 1900 and 
the rapid decline of unskilled labour". Recent writings by Adler 
(1985) and Piore and Sabel (1984) argue that there has been a broad 
tendency to upgrade worker skill requirements because modern 
automation and changeable product markets require flexible 
specialisation, which is associated with multiskilling. There has, in 
turn, been a reaction against the flexible specialisation views, by 
Bramble (1988) in Australia and by Shaiken (1986) in Britain. 
Much of the debate about the effects of new technology has been 
conducted at a high level of generalisation and is not supported by 
empirical research on the relationship between skill and technology. 
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Certainly, the earlier opposing perspectives of Braverman and Blauner 
simplified the trend of skill levels within capitalist society. 
Trends in upgrading or deskilling may be detected in particular 
industries but the complexity of the issue makes it extremely 
difficult to generalise for society as a whole. 
In addition, the issue of skill level is made even more complex 
by the difficulties of defining skill across different occupations and 
industries. The way in which skill is socially constructed has been 
highlighted by recent gender studies on the labour process. The 
definition of certain jobs as skilled, and others as unskilled, is 
often gender based (Williams and Lucas, 1989; Butler, 1988:27; 
Francis, 1988:25). 
Elger's (1987) review of the literature on new technology, with 
regard to its transformation of work, reveals the complexity and 
diversity of the outcomes of management initiatives and workers' 
responses to new technology. The co-operation of labour and other 
factors, such as the character of both internal and external labour 
and product markets, are important for understanding changes to work 
due to new technology (Manwaring and Wood, 1985; Child, 1985). 
Rejection of the Control versus Resistance Model 
Cressy and Maclnnes (1980) stress that the relationship between 
capital and labour has an inherent duality. Capitalists must obtain a 
certain amount of co-operation from workers in order to use the 
creative powers of the worker. As Bray and Littler (1988:567) 
explain, "For the employer there is a central contradiction, a 
perpetual tension between treating labour as a commodity and treating 
it as a non-commodity, that is as a continuing social relationship." 
Employees on the other hand, as well as trying to resist 
subordination, have an interest in the viability of the capitalist 
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organisation that employs them. Blauner's (1964) study showed the 
importance of the economic position of the firm for the employees 
because of their concern with job security. Thus, a mutual dependence 
exists between capital and labour. Friedman (1977) also views the 
labour process as a social relation in which workers' creativity has 
to be harnessed, as manifested by employers' use of the opposing 
methods of direct control and responsible autonomy. 
The view that the capital-labour relationship is dualist rejects 
as inadequate the approach of writers such as Edwards (1979) and 
Storey (1985), who rely on a simple model of labour process relations 
in which capitalist control is always confronted by worker resistance. 
This approach has difficulties in dealing with the co-operative 
aspects of workplace relations. Work relations contain contradictory 
elements and, therefore, involve co-operation, adaptation and 
accommodation, as well as conflict. 
Burawoy (1978:274) also rejects the control versus resistance 
view of work relations, and believes that workers' behaviour is more 
appropriately termed "adaptation", rather than resistance, because 
workers' actions incorporate "ideological mechanisms through which 
workers are sucked into accepting what is as natural and inevitable." 
However, Burawoy's use of the term "adaptation" in his analysis 
overemphasises the ideological domination of workers within the 
factory. P.K. Edwards's (1986:6) use of the term "struggle" is more 
appropriate. "Struggle" refers to the behaviour adopted by employers 
and workers to influence the terms of their work relations. 
Participants need not necessarily consciously see that "struggle" is 
related to control of the labour process. In addition, "struggle" 
should not be equated with "class struggle" in the Marxist sense. 
Conflicts in work relations do not necessarily bear any relationship 
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to a wider class conflict. According to the concept of "struggle", 
workers' and employers' relations at the factory level develop 
specific features which need to be examined in their own right. 
The Bases of Conflict 
An analysis of work relations needs to incorporate concepts of 
trust and shared needs or goals, and to view the employment 
relationship as being based on conflict. The basis of conflict has 
two major structural sources within capitalism. The first is 
distributional in nature and is described by Edwards (1986) as the 
"structured antagonism" of the employment relationship; this refers to 
the basic split between capital and labour over wages and profits 
within capitalist society, and is therefore concerned with the 
distribution of the surplus. 
This "basic antagonism" need not imply that capitalists and 
workers will meet as opposing classes or have clearly conflicting 
interests. Hindess (1982:506) criticises the tendency to see 
interests as characteristics which attach to agents independently of 
the particular struggles in which they are engaged. A prime example 
is the Marxist view of interests based on class position. 
A problem with some studies on redundancy has been the tendency 
to presume a-priori that there are certain basic real interests, such 
as job security for example. Instead, the research should have 
concentrated on the specific situation and its influence on the 
development of certain wants and preferences. Workers have various 
interests that derive from the social organisation of their work. 
Another structural source of conflict in the workplace is 
organisational, and stems from the nature of the labour contract 
within the sphere of production. Differentiating between the workers' 
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selling of a capacity to work (labour power) and the actual work 
performance that is established in the process of production, is 
central to understanding the labour contract. This is the basis of 
conflict, and Baldamus's (1961) concept of "effort bargain", which 
states that the labour contract can never be totally specified in 
advance, is particularly relevant here. There is always an area of 
indeterminacy over how employees' capacity for work is transformed 
into effective labour or "effort". The production process is one in 
which the relationship between wages and effort is variable, with the 
outcome having to be determined on the shop floor itself. Edwards 
(1986:33) states that Baldamus's "wage effort bargain is of great 
value in two respects. First it sensitizes the observer to the 
variability of the terms of the labour process. Second it is useful 
when analyzing particular situations to investigate how controls over 
effort are established." Thus, workplace behaviour involves a 
constant negotiation over rewards and effort involved. 
The Relative Autonomy of the Labour Process 
Labour process theory takes as its starting point an examination 
of the organisation of work and the struggles that take place within 
the production process. A major criticism has been that it places too 
much emphasis on relations inside the workplace to the neglect of 
external factors that influence managers' and workers' attitudes. 
The critics have argued that investment and marketing decisions 
have a profound effect on the workplace. Related to these factors is 
the view that the control of labour is not the firm's main aim. 
Capitalist firms exist to make profits and workplace control may be a 
secondary objective (Child, 1985; Littler and Salaman, 1982:283). 
Writers such as Littler and Salaman have corrected some misconceptions 
and misplaced emphases on the labour process. However, other labour 
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process theorists (for example Storey, 1985; Edwards, 1986) consider 
there has been a general shift toward de-emphasising the importance of 
the labour process and the question of control. Control is considered 
to be important at the level of the labour process because of the 
uncertainty of the production process. 
Burawoy has been rightly criticised for rejecting the importance 
of external forces on the production process; however, a strength of 
his approach relates to the assertion regarding the relative autonomy 
of relations at the point of production from other aspects of society. 
Work relations have importance in their own right, and develop their 
own traditions which shape a wide range of work behaviour. Edwards 
(1986:48) maintains that the labour process or, more exactly, the 
patterns of social relations that regulate the labour process, are 
relatively autonomous in two senses. He argues that, in a conceptual 
sense, "the problem of utilizing labour power in the production 
process is distinct from other aspects of social life"; and, in an 
empirical sense, that "patterns of regulations develop logics of their 
own, or that workers in identical situations outside the workplace can 
be exposed to very different conditions within it." He further 
contends that people no longer simply enter jobs: a firm's 
recruitunent and selection procedures are geared to a particular type 
of worker. Thus factory regimes reinforce their own autonomy by 
influencing what "external" forces are permitted within them. 
In conclusion, although employees enter the workplace with 
attitudes formed by the wider society, what they do inside the 
organisation is influenced by that organisation's customs and 
traditions. The workplace is therefore distinct from other spheres of 
social life. 
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Work Legitimating Ideologies 
Earlier in the chapter, the forms of control used in employer 
strategies were discussed and a structural view of control within the 
organisation was emphasised. 
Employer control, however, if restricted to describing the 
structural forms used by managers to control employees, is a limited 
concept; the means of achieving consent or acquiescence is equally as 
important. All dimensions of control, including "technical" or 
"direct", depend on human agency for their success; objective, 
external forms of control are dependent on the existence of the 
consent of the individual which is subjective. 
In order to understand the relationship between management and 
employees, the concepts of consent and compliance need to be examined. 
In so doing, it is hoped that the emphasis in labour process theory 
on the objective aspects of production relations will be corrected. 
The success of certain types of management strategy, such as 
Fox's (1974) "high trust" or Friedman's "responsible autonomy", are 
strongly dependent on the achievement of legitimation. Consequently, 
the ideological dimension is crucial, but this is also so for other 
forms of control to a lesser extent. The existence of various forms 
of control is an indication of what Crompton (1978:8) refers to as 
"the fundamental tension of management": "that of attaining maximum 
control over activities, at the same time as achieving a measure of 
voluntary compliance". 
In examining the ideological dimension of work. Littler and 
Salaman (1984:65) argue that work-legitimating ideologies are closely 
dependent on work arrangements and experiences; their influence lies 
not in creating "false consciousness", but in offering partial 
one-sided views of events that have some basis in reality. The idea 
that management and workers have shared interests, such as in the 
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success of the firm or the product produced, is one example which does 
have some validity, but is also ideological in that it is partial and 
does not allow for a fundamental conflict of interest between labour 
and capital. 
In addition to the explicit emphasis of work-legitimating 
ideologies, their underlying assumption that conflict is unnecessary 
and pathological, or that the existing capitalist economy and 
institutions of society are neutral and unchangeable, are also 
important. Some themes of work-legitimating ideologies which are 
important for understanding employees' attitudes to the 
decision-making process and the hierarchy of their organisation, are 
outlined below. 
Legalism asserts that the labour contract between employees and 
the organisation is fair and equal, in that both parties have the 
right to terminate or renegotiate the contract. Fox states that "in 
entering into a contract of employment the employee legitimizes the 
employer in directing and controlling his activities and legitimizes 
too the employer's use of sanctions if necessary to monitor this 
obedience" (1971:40). This viewpoint has important implications for 
the respective rights of parties during redundancy and does not allow 
for the asymmetrical power relationship between capital and labour. 
Consensualism is the notion that the relationship between 
employee and manager is based on co-operation, consensus and 
interdependence. Although, in general, there is much co-operation in 
the workplace, this notion is ideological in its neglect of conflicts 
of interest and in treating all conflict as pathological or due to 
poor communication. 
Welfarism is the term used by Salaman (1979:207) to refer to 
practices whereby subordinate commitment is encouraged through the 
delegation of authority and decision-making, such as in programmes of 
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worker participation or job enrichment. Child (1969:125) says "in 
much human relations writing a form of neo-paternalism stood together 
with slogans of 'participation' and even of 'democracy' ... it 
appeared to afford the best method of maintaining and even extending 
control, managerial control in the new full employment situation." 
Psychologism describes the excessive emphasis and responsibility 
placed on the individual for the success of the organisation. There 
are certain ideological advantages for management if levels of 
performance are judged in terms of individual qualities, rather than 
in relation to the structural features of the organisation. 
Rights of ownership is a concept which maintains that, because 
all property belongs to the organisation, the company can dispose of, 
or do as it pleases with, its assets, regardless of public or 
community opinion. Consequently, the legitimacy of property rights is 
seldom questioned. 
The rights of management is closely related to the above 
position, and is probably the most powerful and influential of the 
work-related ideologies. It can have its basis in management acting 
as an agent of the owners of the organisation; however, the 
unquestioning right of management to manage is primarily based on it 
being seen as having an expert function: a technical skill which 
administers the competing demands within the organisation in a neutral 
and scientific manner. Therefore, any changes management wishes to 
implement, such as closure or dismissal, can be seen in terms of its 
right to search for greater efficiency or performance. This view 
supports the perception that the manager holds the executive position 
because of superior knowledge and personal achievement. Critical 
theorists, such as Habermas (1976:381) or Offe (1976) discuss how the 
development of an ideology of achievement now legitimates professional 
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or organisational success in terms very similar to those used to 
justify market success in previous eras. Offe explains that this 
ideology, which holds that the occupational position of the manager is 
based on achievement, overlooks the actual distribution of life 
chances. 
Both Bendix (1956) and Child (1969) give a sociological and 
historical analysis of the development of the expert view of the 
managerial role, which Bendix sees as a shift from an entrepreneurial 
12 ideology to a managerial ideology. The view of management as a 
separate function with unique expertise developed after Taylorism, and 
resulted in labour being perceived as a passive link in the production 
cycle whereas, before the turn of the century, the populist conception 
was that workers were the sole creative force (Littler and Salaman, 
1984:67). 
Scientism is linked to the expert and scientific view of 
management and, by maintaining the neutrality and inevitability of 
rational scientific technologies, is also related to the organisation 
as a whole. The consequent differentiation and hierarchy of the 
organisation is, therefore, seen as being beyond individual choice; it 
is a result of neutral non-political decision-making which Offe 
(1976:138) describes as the "technical legitimacy of organisational 
hierarchies". Scientism pervades the social order as a whole and is 
described by Wilson (1983:214) as "technocracy": the commitment to 
the idea of technique as impartial knowledge. Management's 
ideological use of the term "rationalisation" to justify a closure or 
13 
cutback, exemplifies how this work-related ideology is applied. 
Market imperative is a concept which justifies aspects or changes 
in the structure of the organisation as a consequence of activity in 
the external environment, chiefly the market. The market is seen as a 
natural force over which the organisation has no control. 
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Consequently, if there is a decrease in demand for a particular 
product which subsequently results in redundancy or a need to 
introduce new technology, the latter events are explained as being 
beyond the control of the organisation. In broader terms, this 
ideology can be related to the extent to which the form of the 
economy (i.e. capitalism) is accepted as inevitable by employees. Fox 
(1974:18) argues that, although employees may not grant complete 
legitimacy to hierarchical and unequal organisation structures, they 
frequently regard them as inevitable, natural, or "something which 
just is". This attitude usually leads to compliant behaviour, if not 
full consent, with regard to the decisions taken by management. An 
important consequence is that employees usually acquiesce 
unquestioningly on the major decisions made by management, such as 
those related to capital investment, factory location, or the role of 
management itself. Questioning by employees is usually restricted to 
particular aspects of the decision-making process. 
Work-related ideologies are important for understanding how 
management achieves consent; however, consent is also dependent on 
definite negotiations, bargaining and trade-offs, all of which result 
in employee compliance but do not necessarily legitimise management's 
decisions. On a more mundane level, consent may be generated from the 
everyday routine and familiarity that the employee has gro'wn 
accustomed to in his or her workplace relations. 
Consent and Compliance 
The discussion of work-related ideologies was not meant to convey 
the impression that they are independent of the practices of 
management. Nichols (1980:298) rightly states that "ideology is part 
of the fabric of society, ideas do not drop from the skies." Ideology 
constitutes a lived experience and is not simply an impersonal set of 
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ideas. The duality of structure and the inter-relationship of 
agency and structure are also very relevant here as the present 
research endeavours to include both the subjective and objective 
aspects of work. Acquiescence by employees can only be understood in 
relation to the previously discussed issue of managerial control 
strategies. Strategies, such as bureaucratic control or responsible 
autonomy, are relevant to the achievement of consent because of the 
increasing importance of Internal Labour Markets and the greater 
employee commitment within the corporation which results. Studies by 
Gouldner (1954) and Burawoy (1979) show a "loose" form of management 
control exists when there is discretion, and an allowance for 
negotiation may actually encourage some degree of consent. 
Managerial strategies are linked to the social differentiation of 
the workplace and the effect this has on the production of consent. 
This differentiation can be applied across the categories of class, 
gender or ethnicity. Research reveals that a greater degree of 
loyalty and consent exists among professional and clerical employees 
within a firm. This finding is obviously related to this group of 
employees' immediate experience of work in that, if pecuniary rewards 
are not high, other factors, such as pleasant work conditions, 
security and higher status, compensate. 
The various ways in which work has come to be restructured 
through systems of control and categorisation mean that the particular 
relations of capitalist production are concealed from the worker. For 
example, the effects of the separation of workers in the labour 
process, what Mulcahy and Faulkner (1979) call "work individuation", 
often encourage conflict among employees rather than against 
management. Therefore, when workers engage in production, their 
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consequent social relations are crucial for their perceptions of the 
world arotind them. 
A major objective and strategy of management is to preclude any 
desire by employees to challenge or organise against the ideology of 
consensus within the organisation. Workers are seldom able to develop 
a counter-ideology to legitimate their own oppositional activities 
except through their trade union (Hales, 1980). However, the consent 
or compliance of employees is not solely based on the practices of 
management in the workplace; the informal rules of the organisation 
and the external influences of the wider society are also contributing 
factors. Burawoy's (1979) work is pertinent to these latter 
two issues. With regard to the first issue, he reveals that consent 
may be obtained by management outside of the formal rules of the 
organisation, "through informal games", and that workers themselves 
play an important part in creating the conditions for consent through 
their means of adapting to work. Burawoy's position has been 
criticised by Thompson (1983:115), who questions whether the 
consequences of games and other forms of adaptation to work have to be 
consensual in nature. Games or "making out" do not necessarily have 
to be in accord with management's goals and may have an oppositional 
content. A further criticism has been made by Knights and Collinson 
(1985:197). Comparing the findings of their case study of a motor 
vehicle plant with Burawoy's research, they conclude that, although 
"making out" does develop into a social game, the consent it generates 
may be highly superficial; this is because the socially organised 
character of the consent can easily obscure the deep-rooted pecuniary 
interest which underlies workers' commitment to production targets. 
The second issue, the importance of external factors for 
influencing the level of consent in the workplace, is neglected by 
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Burawoy, who confines consent to the social relations and material 
conditions of work. Goldthorpe and Lockwood (1969) believed the 
"prior orientations to work" were crucial to general attitudes to 
employment; however, Burawoy sees this concept as having only limited 
relevance. 
Studies by Gaillie (1978) and Nichols and Beynon (1977) reveal 
that industrial, regional and national variations are important 
influences upon the beliefs and ideas that men and women bring to 
their workplace and that they shape work behaviour. Placing the 
particular corporation or industry in the broader historical, 
ideological and social context is vital for understanding the level 
of, or the limits to, consent of employees. Consideration must also 
be given to the way external factors, such as class divisions, are 
reproduced inside the work situation, that is, how outside divisions 
affect internal differentiation. 
It is impossible for the researcher to completely separate 
analytically the objective and subjective aspects of work in order to 
investigate material practices on the one hand, and attitudes towards 
work on the other. Burawoy defines consent as the organisation of 
activities which require workers to make choices, rather than simply a 
subjective state of mind. When seen as material practices, subjective 
aspects affecting consent have to be placed within the objective 
structures. He distinguishes between consent which has to be 
organised, "a social relation", and the general concept of legitimacy, 
which is a subjective state of mind. Thompson (1983:176) argues that 
Burawoy's view, that consent is not just a subjective state of mind, 
is useful but, by defining all co-operation in production as consent, 
workers' adaptations to work can only be interpreted as consent to its 
rules. Although many of management's decisions are carried out by 
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employees, this does not necessarily indicate that such decisions are 
legitimised by workers. Therefore, a distinction has to be made 
between everyday compliance and the concept of consent. Consent 
involves a willingness to co-operate, and requires agreement with the 
decisions made by management. Compliance, on the other hand, only 
indicates that employees have yielded to the demands of management and 
is, therefore, associated more with the concept of control. In an 
analysis of the attitudes of employees, the concepts of control and 
consent need to be distinguished. 
Styles of Organisational Control 
Some organisational theorists have attempted to build on the 
different perspectives of managerial control strategies by developing 
a classification based on the inter- and intra-organisational aspects 
of power and control. Notable attempts in this direction are found in 
the work of Etzioni, Fox and Burawoy. 
Etzioni uses a comparative approach to construct a typology of 
organisations, which contains both motivational and structural 
elements and is directly concerned with the relationship between 
operative power within an organisation and structural and processual 
features of the organisation. His central concept is compliance, but 
he uses the term in a broader sense than was used earlier in this 
study, defining it as "the relation in which an actor behaves in 
accordance with a directive supported by another actor's power and to 
the orientation of the subordinated actor to the power applied" 
(1961:4). Compliance, therefore, consists of two aspects: the 
orientation of members towards the organisation (that is, their 
involvement); and the means available for the exercise of power. 
For Etzioni, three basic types of power - coercive, remunerative 
and normative - are differentiated in terms of the "means employed to 
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make the subjects comply. These means may be respectively physical, 
material or symbolic" (1961:5). Organisations use all three forms to 
varying degrees, but most tend to emphasise one means of power. The 
reaction of the members to the type of power exercised by the 
organisation are, respectively, alienative, calculative and moral. 
A problem with Etzioni's approach, according to Salaman 
(1979:60), is its assertion regarding the existence of a causal 
relationship between organisational goals, compliance and structure. 
The theory is limited by its problems associated with its 
functionalist framework. However, despite the difficulties with 
Etzioni's classification, his typology soundly describes differences 
between organisations according to the basis of their power relations; 
this approach is further developed by Fox. 
Fox's (1974) analysis focuses more on two important aspects: the 
organisation of work and the way in which power is asserted. These 
two factors comprise the basis for the major differences between, and 
within, organisations, and they are important for understanding the 
attitudes of both employees and management. A central element of 
these attitudes is the extent to which the employees can be trusted. 
The concepts of trust and reliability are crucial to the analysis of 
Fox's organisational structure. He believes the most significant 
aspect of organisational structure is the distribution of discretion 
amongst organisational jobs (1974:16). 
Fox distinguishes three levels of discretion: high, medium and 
low. High discretion jobs assume expert knowledge and a high level of 
trustworthiness, and are not strictly defined; close supervision is 
avoided and the individual is expected to identify with organisational 
goals. Inadequate performance is seen in terms of personal problems, 
and conflict is resolved by individual persuasion. Low discretion 
jobs, in contrast, are heavily prescribed and regulated by a variety 
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of means (1974:26). Fox believes the issue of trust is crucial to 
understanding low discretion work. Because managers do not trust 
lower level employees, the design of their jobs is structured to 
minimise discretion; there is close supervision and co-ordination; and 
failure in performance is seen as insubordination. Conflict is 
handled through the group, not on an individual basis. A medium 
discretion job contains elements of the other two discretion levels. 
This distinction between levels of discretion in organisational 
jobs is central to the organisational structure, and a key basis of 
organisational types. Fox applies his analysis to 
intra-organisational differences but it can also be applied to an 
inter-organisational comparison. 
More recent work by Burawoy (1983, 1985) also adds to the 
understanding of power, and types of organisation by his use of the 
term "factory regime". According to Burawoy, the production process 
consists of two aspects: the labour process and the factory regime. 
The labour process consists of "the social relations into which men 
and women enter as they transform raw materials into useful products 
with instruments of production" (1983:587), while the factory regime 
is the political apparatus of production "which reproduces those 
relations of the labour process through the regulation of struggles." 
The latter provides the social mechanisms for the regulation of 
conflict within the production process. 
Burawoy believes the form of the factory regime has changed 
historically. The first factory regimes were despotic and were based 
on a "market despotism"; that is, obedience was obtained because of 
the fear of being unemployed and union power was weak. The hegemonic 
factory regime then developed because of the growth of the welfare 
state and protective legislation; production politics came to be built 
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around an ideological "consent". Finally, Burawoy proposes a 
third form of factory regime termed "hegemonic despotism", which has 
developed over the last 20 years and is associated with recession and 
slow growth in Western economies. During this period, capital has 
taken the opportunity to repress organised labour and has used more 
open forms of domination (1983:590). Burawoy's typology of factory 
regimes is both broad and general, although he does acknowledge that 
variations occur historically and culturally. Its strength lies in 
its accurate analysis of managerial actions during crises and 
consequent redundancies, particularly in recent years. 
The typologies of organisations proposed by Etzioni, Fox and 
Burawoy, when combined with approaches to managerial strategies 
discussed earlier, provide the basis for a broad framework of styles 
of organisational control. In this study, three major types or styles 
of control are proposed, as follows. 
The first is an authoritarian style, in which supervision 
involves the direct or simple forms of control described by Friedman 
and Edwards. Relations with employees by management are of a low 
trust nature, as discussed by Fox. The organisation predominantly 
uses a coercive form of control and, therefore, has many of the 
characteristics of the despotic factory regime outlined by Burawoy. 
The second is an instrumental style, in which the dominant 
characteristic is similar to Etzioni's remunerative type, where 
relations between management and worker are notable for their 
pragmatism and utilitarianism, and each party's main concern is 
pecuniary. Work relations are neither hostile nor close. Fox's 
middle range of trust is applicable to this model. 
The third is a neo-paternalist style in which supervision is a 
bureaucratic control type as described by Edwards, or what Friedman 
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refers to as "responsible autonomy". Relations between employer and 
employee are what Fox terms "high trust". The organisation usually 
has a well developed internal labour market, with both white and blue 
collar employees enjoying better employment conditions relative to 
other positions outside the organisation. 
This discussion of the styles of managerial authority and trust 
groups is related, in the second part of the chapter, to the 
three case studies and the different occupational groups in the 
research. 
PART TWO: RETRENCHED EMPLOYEES AND AUTHORITY RELATIONS 
The Structural Factors affecting Management's Implementation of the 
Redundancy 
Management is constrained and enabled by six major factors which 
determine its ability to put into effect a rundown of its labour force 
18 
that is completely to its own liking. These include: the market 
situation of the company; the socio-technical system; the degree of 
unity within management; the cultural values and legislation 
restraining management's handling of the redundancy procedures; the 
balance of power between managers and workers; and the pattern of 
employees' expectancies and prior industrial relations experiences. 
Management's control of the redundancy will be most effective 
when: sales of the company's products drop sharply; the plant's 
socio-technical system is intensive with loosely connected work roles; 
management is perceived in autocratic terms by employees; the labour 
force is divided; the cultural and legal constraints in redundancy 
procedure are minimal; and management is strongly united. The degree 
of control by management over these factors varied among the firms 
studied. 
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With regard to the first of the factors mentioned, the market 
situation outlined in the case study of General Motors Holden was one 
of economic crisis: its sales had dropped sharply in the three years 
prior to the announcement and the company had experienced a 
multi-million dollar loss. The GMH closure decision was primarily the 
result of market pressures but it would be incorrect to simply see the 
redundancy process in a structurally deterministic way. 
Most of the labour force was aware that drastic changes were 
needed to reverse the trend. Employees, however, were acutely aware 
that their plant at Acacia Ridge was the only GMH plant in Australia 
that was showing a profit and that it had the highest levels of 
efficiency and quality control. This raises questions about the 
decision taken by employees (the concepts of strategy and choice 
emphasised by John Child [1972] are important in this context). 
Senior executives of the General Motors Corporation maintained a 
commitment to investing in production capital by spending massive 
amounts of money on modernising existing plants in the U.S. and 
investing in several high technology ventures. GMH had received over 
$300 million in 1983 from the parent company and, in 1985, was 
released from its obligations to pay its mounting debts. Before this 
time, the senior executives of GMH may have considered withdrawing 
from manufacturing in Australia altogether. There were certainly 
persistent rumours to that effect. Given GMH's future commitment to 
manufacturing in Australia, there were possible alternatives to the 
closure of the Acacia Ridge plant. Investment could have been 
channelled into the plant in order to update its technology, rather 
than into the southern plants. There were certainly feasible 
arguments for such an alternative plan. 
An analysis of the strategy and tactics of management at the 
plant level reveals that the major, official goal of management was to 
complete the production of its model Gemini before the end of the 
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following year, while at the same time ensuring that the labour costs, 
that is, both "wage" and "on-costs", were kept to a minimum. 
Particular tactics used by management included delaying negotiations 
with the unions and dividing the unions in their confrontation with 
management. 
Evans Deakin, like GMH, had suffered a sharp drop in its 
profitability. Existing contracts were being completed and there were 
no future contracts in sight. Evans Deakin employees, in contrast to 
the GMH workers, did not question the necessity of the retrenchments 
and no possible alternatives were proposed. There was, however, some 
dispute over the method of retrenching workers, as younger employees 
were retained at the expense of older employees. 
T.A. Field, on the other hand, had achieved substantial profits 
in the year prior to the shutdown, according to senior trade union 
officials, although this information could not be verified. According 
to most accounts, production levels for 1983 were, however, on a par 
with those of previous years. This perception of financial viability 
was the main reason for the meatworkers' widely expressed anger at 
the shutdown. 
The new owners, Metro Meats, by declaring they had only bought 
the land and stock from T.A. Field and not from the meatworks as a 
going concern, were obviously adopting an industrial relations 
strategy that attempted to break the power of the union, by imposing 
new work conditions on the employees when the plant re-opened. 
Finally, both the metal trade firms, Malleys and Commsteel, had 
also not suffered economic losses prior to their closure. The 
strategy adopted by the companies that bought them out was, according 
to the employees, that of the classic "corporate raider" whereby a 
company buys out a major competitor and, soon after, closes down the 
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acquired firm's operations, often stripping the plant of all useful 
assets in the process. 
Obviously, when retrenchment is due to a firm's worsening market 
situation, the changes implemented will be more drastic and sudden 
than is the case when a firm introduces technological change. In the 
latter instance, certain management practices, such as early 
retirement, natural wastage and the cessation of the recruitment of 
new employees, are more likely to be used to avoid redundancy (Hunter, 
Reid and Boddy, 1970). 
With respect to the socio-technical system, management was at a 
disadvantage in most of the case studies because many of the plants 
studied had what J.D. Thompson (1967:16) describes as "a long linked 
technology with a sequential type of interdependence"; this was the 
case for the automobile assembly of GMH, the "chain" technology of 
T.A. Field, and the white goods production at Malleys. In these 
cases, the completion of one operation was necessary for the 
commencement of the next operation, therefore, different factory 
sections of the plant were not able to be closed down separately from 
the rest of the plant. The interdependence of operations at Evans 
Deakin and Commsteel was also considerable, but it did not exist to 
the same extent as it did in the other case studies. 
Another factor affecting the ability of management to impose a 
redundancy situation upon its workforce is the degree of unity within 
management itself. A shortcoming of many organisations and redundancy 
studies has been to treat management as an undifferentiated entity 
when, as Lansbury and Ford (1980) argue, any discussion of management 
has to encompass a wide spectrum, from first-line supervision to the 
board of directors. Importantly, management should be perceived, as 
argued by writers such as Armstrong (1987), as a composition of 
coalitions and individuals with differing interests and goals. For 
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example, De Lorean (1979), a former vice-president of CMC, argues in 
his memoirs that a contradiction exists between the short-term goals 
of career managers and the need for managers to ensure the long-term 
goals of transnational corporations such as GMC. 
Managers may be seen as possessing three sets of goals: 
personal, departmental and organisational (Martin and Fryer, 1973), 
which, normally, are closely bound together. During the process of 
redundancy, however, these goals may come into conflict with each 
other. For example, in a mass lay-off situation, there may be 
departmental rivalry because each department manager wishes his or her 
department to remain strong and intact - sometimes against the major, 
official goal of a general reduction in labour costs. 
With regard to the closure at Acacia Ridge, there was no 
interdepartmental rivalry, but there certainly was a degree of 
conflict between personal and organisational goals. Younger middle 
managers, with better transferable skills, were eager to leave the 
firm well before the closure date. One older senior manager took all 
his sick pay entitlement immediately after the announcement and then 
retired, leaving his department "in the lurch". Many middle managers, 
and some senior managers, also believed there was a conflict of 
interest between the company's expectations that they carry out their 
tasks loyally until the final shutdown, and the company's failure to 
negotiate on their superannuation benefits. However, it would be 
misleading to place too much emphasis on the degree of conflict which 
existed within management because, generally, there was a high level 
of unity and "team work" at the plant; this proved to be a major 
source of strength for management in implementing a smooth rundown of 
its operations. 
Retaining control over employees whose work motivation was 
considerably less than it had been before the announcement, was a 
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major problem for management. Many employees felt they were simply 
"going through the motions" of work by remaining at the firm; others 
described the work atmosphere at the plant as depressing due to the 
slow labour-shedding process and the consequent regular, weekly 
farewells to workmates of many years. 
The Acacia Ridge plant could be characterised by its formal 
bureaucratic structure and hierarchy prior to the closure; however, 
after the retrenchment decision, there was a greater informality and a 
less clearly defined hierarchy. Many employees found themselves in 
charge of sections they had not previously worked in and were placed 
in the position of having to fill more than one job at a time. There 
was constant change from week to week, and it is an indication of the 
strong unity of the management that official goals were fulfilled by 
the end of the year. 
In the Malleys case study, there were major divisions within 
management during the rundown of the operations, but the extent to 
which such divisions actually affected the process of redundancy is 
unclear, although they may well have delayed the final closedown of 
the plant. Conflict within management occurred between the 
longer-term and older Malleys staff and the more recently employed 
executives from Simpson and, later, Mcllwraith-Davies. The cause of 
the divisions within the staff was that the white collar employees and 
executives who had worked for Malleys, now resented the implementation 
of rationalisation procedures and forced early retirements by the new 
senior staff; they rightly believed these actions were leading to the 
slow demise of what was once one of the largest manufacturing plants 
in Queensland. (The decision by the senior management of Simpson to 
transfer all manufacture of whitegoods to the Melbourne plant, with 
the Brisbane plant being restricted in its manufacture to "homemaker" 
products, is one example.) 
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The cultural values and legislation restraining management's 
handling of the redundancy procedure includes the broader community's 
attitude to the retrenchment or closure, and managerial conceptions of 
equity, job rights and security. 
Management has to consider the attitude of the local community 
towards the redundancy. There was a hostile reaction from all levels 
of the community to GMH's decision and, further, the company received 
some bad media coverage when its actions were denounced by Federal and 
State politicians. There was particular concern about the plant's 
closure because the surrounding southern Brisbane suburbs were already 
experiencing high levels of unemployment. Similar expressions of 
outrage occurred after the closure and layoffs of other large firms 
such as at Malleys, Commsteel and T.A. Field, although, in the 
last-mentioned case, the local newspaper, in its editorial, frequently 
sympathised with the position of the new management. 
In the GMH case study, top management's policy on the redundancy 
provisions appears to have been to grant its labour force only the 
legally required minimum. Given the low standard of job security in 
Australia, this approach was fairly typical. For example, at Evans 
Deakin and T.A. Field, workers received no redundancy pay and were 
paid only what was required under their award conditions. Malleys and 
Commsteel employees fared better because of the foresight of the major 
union, the AMFSU. In the former case, special provisions were 
included in the award in the event of redundancy and, in the latter 
case, recently approved Employment Protection Legislation covered the 
terminated workers. 
The power relationship between management and its labour force is 
another factor which affected management's handling of the 
retrenchment. According to Crozier (1964), the organisation should be 
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seen as a political system, and not simply as an administrative 
system, as is the case in many organisational studies. Individuals 
group themselves into alliances on the basis of common goals, status 
and interests. During a period of crisis and change, political 
alliances and coalitions become very important. 
At General Motors Holden, the major occupational groups within 
the organisation were the production workers, maintenance fitters and 
white collar employees, including supervisors and management. 
Divisions other than class or occupational status also have to be 
considered in relation to the political alliances existing within the 
plant; for example gender, ethnicity, or age are other important 
factors. Age was to prove a very significant indicator of the 
divisions within the plant with regard to the redundancy package 
reviewed by different groups. 
Management was able to divide the workforce over the redundancy 
package, and thereby achieve minimum cost to the company, by offering 
higher benefits to the white collar and long-term manual employees 
than to the rest of the workforce. In a sense, the first group of 
workers united to exclude many of the manual employees and younger 
staff members from a reasonable payout. Therefore, management was 
able to play off the more politically powerful staff employees against 
the tradesmen and process workers. 
Parkin's (1972) use of the Weberian concept of "social closure" 
is relevant here. He identifies strategies of exclusion, by which 
social groups restrict access to rewards to their own members, and 
"usurpation" by which outsiders try to win a greater share of 
resources. 
Parkin's approach facilitates a greater understanding of the 
unequal bargaining power of the social groups and their relative 
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success. It is not simply a pluralistic position, however, because it 
maintains that the fundamental division and unequal power relation 
exist between capital and labour. 
The power of work groups within an organisation may be formal, 
as in the use of a trade union, or can be informal or unorganised, as 
in the case of group or individual initiatives. Neither informal nor 
formal groups are inherently more difficult for management to control 
in the achievement of its objectives. In most of the case studies, 
the power of the workforce was organised through a trade union or 
employee association. At Acacia Ridge, because all work group 
activity was restricted to the union, management's task was made 
easier, as the VBEF, the dominant union on the site, closely 
identified with the goals of management. A long-term industrial 
relations strategy of General Motors, in both the U.S. and Australia, 
has been to try to "incorporate" the major employee union into the 
company organisation. However, this was not achieved at Malleys and 
Commsteel, where the major union, the AMFSU, took a strong 
oppositional stance on the issue of redundancy. The AMIEU also took 
this position in its struggle against the management of T.A. Field. A 
persistent strategy of management, in the past, had been to try to 
create divisions and rivalry among workers in the boning room and on 
the slaughter floor, but these tactics had been unsuccessful. Because 
the union was well supported by its members, there was a prolonged 
struggle between management and unions over future work conditions. 
A partial exception to the formal nature of the opposition to 
management was at Evans Deakin, where the power of the labour force 
was weakened by divisions between the younger and older employees over 
retrenchment procedures. The younger employees rebelled against the 
union policy of "last on, first off", successfully changing the 
75 
criteria for retaining positions to needed skill or ability rather 
than length of service, and were, of course, supported by management 
on this issue. 
Finally, the expectations of the employees, described by Martin 
and Fryer as "the customary expectation and patterns of behaviour 
which had evolved" (1970:77), limits management's control over the 
process of redxindancy. Employees' attitude to management and the 
prior industrial relations existing at the plant before the decision 
need to be considered in this context. These factors will be dealt 
with in detail in the section in which the workers' attitude to their 
firm is examined. 
Styles of Authority 
At GMH the labour force had been very passive, with the great 
majority having a deferential attitude to managerial authority. Most 
of the employees were long-term, that is, they had over seven years' 
service, and many of those interviewed had been with the firm since, 
or soon after, the plant had been built at Acacia Ridge in 1966. A 
few had worked for GMH in Fortitude Valley before the assembly plant 
was built. Employees from all occupations expressed considerable 
pride at the good industrial relations record of the plant. There had 
been only one week-long strike in the twenty years' history of the 
plant. There were numerous expressions of both loyalty to, and 
satisfaction with, the management at GMH, by employees. 
Management style at GMH appears to have been autocratic, in the 
sense that work conditions were dictated by them, and anyone 
considered a "militant" or trouble-maker was soon forced out of the 
factory. The style of management exercised over the production 
workers was what Friedman describes as "direct control". This 
autocratic style was evident in the company's omission of any prior 
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consultation with the unions, and in its reluctance to negotiate 
during the implementation of the redvindancy. Admittedly, there had 
been no attempt to introduce an alternative strategy of control such 
as worker participation, as had been the case at Ford and Mitsubishi; 
however, other forms of control existed, such as: the close rapport 
which developed between the managers and many of the workers on the 
shopfloor; the limited form of "welfarism" for shopfloor employees in 
the pension fund scheme; and the extensive use of the public relations 
depar'tment. 
The authority relations in a large transnational corporation such 
as General Motors were of the Weberian type, described as 
"rational-legal". Clearly evident, particularly at the staff level 
and to a lesser extent at the shopfloor level, was the system of 
bureaucratic control described by Edwards (1979) as the 
"institutionalized exercise of hierarchical power within the firm with 
an elaborate system of rules and procedures to control workers". 
The above form of control is well illustrated in the complaint of 
one maintenance fitter, a shop steward, that every time he argued over 
a particular work task and showed management the relevant rules and 
procedures, they would always couinter with a more extensive and 
complex book of procedures. 
However, certain aspects of the authority relations at the plant 
reveal a traditional form of authority, which may be described as a 
quasi-neo-paternalism. Many employees voltintarily expressed both 
loyalty and pride when speaking of their workplace. They would 
describe the plant as being like "one big happy family". This 
attitude was actively fostered by the propaganda of the public 
relations department of GMH, which instilled not only a sense of pride 
and loyalty, but also a competitive spirit directed not only against 
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the other car manufacturers, but also at other GMH plants in the 
south. As will become evident later, many of the employees had a 
deferential attitude to authority, clearly discriminating between the 
roles of subordinate and superordinate. The wages, security and work 
conditions, which were considered better than comparable employment 
elsewhere, had been made possible by GMH's market supremacy up until 
1980. There also appeared to have been a surplus number of foremen, 
supervisors and middle managers at the plant. One clerk described GMH 
as a place which had "too many chiefs and not enough Indians." This 
situation was partially remedied during the first wave of 
retrenchments in 1982. 
In addition, senior management and supervisors kept in close 
contact with employees at the shopfloor level and appeared to have had 
a close working relationship with them. The plant manager had worked 
his way up from the shopfloor, and was held in high regard by the 
majority of the workforce. The isolated location of the Acacia Ridge 
plant and the economic dependence of the local community, which has a 
large semi- and unskilled working class, were also conducive to 
paternalistic relations. The autocratic form of rule is not 
incompatible with paternalism, as the latter presupposes a 
differential access to power and resources between employers and 
subordinates; it has an ideological dimension that justifies 
subordination, emphasising the caring role of the paternalist. 
Therefore, management's handling of the retrenchment was 
constrained by the relatively close relationship it had developed 
with employees although, in some respects, management was able to take 
advantage of this relationship in order to minimise the costs of the 
final payout. Many employees, particularly staff, felt disappointment 
with the amount they received because they believed their organisation 
would provide a fair and reasonable termination payout. 
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The above experience raises an important question: to what 
extent during a prolonged recession will the organisational needs of 
capitalist production allow the continuation of a paternalistic form 
of legitimation? The view of Martin and Fryer (1973) is that 
"normatively based authority becomes power once that authority is 
questioned and this is particularly so during a crisis." 
Changes in the authority relations may be seen in terms of the 
supremacy of the rational-legal authority over the former 
quasi-paternalistic system. The term "quasi-paternalism" was used in 
this study partly because the classic term "paternalism" was not 
appropriate to GMH because it was not a family concern. However, 
Japanese corporations are often referred to as neo-paternalist and, in 
a more limited sense, this description is also relevant to GMH. 
The analysis of the types of relations at GMH relates to the 
earlier discussion of the relevance of ownership to control, that is, 
the possibly different approach to management-employee relations of a 
smaller enterprise's owner control compared with the financial capital 
of a large transnational. As was shown earlier, Francis (1980) argues 
that, when ownership and control are divorced, finance capital becomes 
the predominant force and, therefore, "the impersonal logic of 
investment". 
The expectations of the plant employees differed widely according 
to their status. These status differences may be related to the 
categories defined in Fox's (1974) study, of low, medium and high 
trust groups. At GMH, the production line workers were a low trust 
group whose work tasks were highly prescribed and did not permit the 
exercise of much discretion. The maintenance fitters comprised the 
medium trust group, while the high trust group included supervisors, 
clerical and executive staff. The continuum roughly corresponds to 
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the organisational or occupational status hierarchy and reflects, to a 
considerable degree, the class divisions of the wider society. 
The middle and high trust groups differed considerably from the 
low trust group with regard to their concept of legitimate rights and 
benefits as a consequence of retrenchment. The middle trust group 
wished to improve the actual redundancy provisions, while the high 
trust group wanted the unfair conditions placed on their 
superannuation pay to be rectified. Conversely, the low trust 
employees had low expectations about the amount they would receive in 
their final redundancy payout; this was partly because they compared 
unfavourably their low pay and status to those of similar jobs in 
other factories arovind Brisbane. The retrenchments or lay-offs at 
Evans Deakin, where employees received no redundancy provisions and 
less than one week's notice, were typical of the situation at most 
workshops and factories. 
The redundancy provisions for the assembly line workers were more 
reasonable than those in most other factories. This discrepancy 
between the provisions for retrenched employees of large corporations, 
such as General Motors, and for employees of small concerns, is 
explained by Friedman (1977:114) under the terms "core" and 
"periphery". He states that firms within an industry may be classed 
as central or peripheral depending on their relative monopoly power. 
During times of adversity, larger firms reduce their co-operative 
dealings with smaller firms in order to minimise disruptions within 
their own workforce. Employees of large corporations also enjoy the 
benefits of a large, internal Labour Market. In the smaller 
peripheral firms, worker resistance is generally weaker, in that 
"workers in peripheral firms who are peripheral to their own firms are 
in effect the first line in the defence of employment security of the 
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best organized workers or those closest to managerial authority" 
(1977:116). 
Although the metal industry firms of Evans Deakin, Malleys and 
Commsteel were large in comparison to other manufacturing firms in 
Queensland, they were small in relation to a transnational firm like 
General Motors. Security was generally of a lower standard for manual 
employees in the metal trade although, due to the foresight of the 
dominant AMFSU union, workers at Malleys and Commsteel did receive 
some compensation for the termination of their jobs. 
The management at these metal industry firms did not usually 
implement hioman relations-type strategies or have active public 
relations departments, as was the case with General Motors (although 
the new Mcllwraith Davies management at Malleys was another 
exception). Between the time of the takeover and the announcement of 
the closure, the white collar staff at GMH were subjected to weekly 
"pep" talks from senior management. The form of supervision in the 
metal trades generally allowed a limited form of autonomy for the 
tradesmen because of the skilled nature of their work tasks. The 
style of management and the authority relations of the work 
organisations in the case studies varied between more direct forms of 
control as, for example, at T.A. Field, and the type of control 
exercised at General Motors, which depended on close relations with 
relatively autonomous workers. The metal trade employees rarely 
expressed hostility towards their management when queried on their 
work conditions and relations but, at the same time, they did not 
express feelings of loyalty or affection for their organisation and 
management. The relations between management and employees can best 
be described as instrumental, with the overall philosophy on both 
sides being "you get on with your job and we will do ours." The 
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predominant work concern of employees was related to pecuniary 
benefits. Overall, industrial relations at these metal firms had been 
reasonably amicable, with most industrial disputes originating from 
external industrial issues, such as the campaign by the union for a 
shorter working week. The workers' expectations were not particularly 
high with regard to the payout they would receive when they were laid 
off, but many complained bitterly about the lack of security in their 
industry during times of recession. Therefore, the employees in this 
case study were predominantly a middle trust group. 
A definite authoritarian style of management existed at the 
T.A. Field plant, which was not tempered with any paternalistic 
tendencies, as was the case at GMH. Burawoy's (1985) description of 
the despotic factory regime of early capitalism applies well to the 
organisation at T.A. Field. Industrial relations at the plant had 
been conflictual for many years. Supervision was of the direct or 
simple type and was permeated by particularly poor relations and 
commvinication between management and shopfloor workers. Fox (1974) 
would describe the relations as being low trust and directive. The 
meatworks employees had low expectations with regard to job rights 
after retrenchment, primarily because of the informal nature of the 
employment contract. This did not mean, however, that job security 
was not important to most of them. 
In summary, the three case studies reveal distinct styles of 
management. At GMH, a quasi-neo-paternalistic style, combining 
autocracy with a form of benevolence, existed. In the metal industry 
case study, management and employee relations are shown as being 
instrumental and pragmatic while, in the meatworks study, relations 
were marked by an authoritarian style of management and lack of 
communication between the parties. 
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Workers' Attitudes to their Organisation 
A redundancy is a crisis situation which tests the relations 
between management and employees, and is a good indicator of the level 
of questioning on the use of authority within an organisation. 
In the present study, a scale of employees' identification with 
their work organisation was constructed. A Cronbach's alpha 
reliability of .73 was determined for the scale (see Appendix for 
details of construction of the scale). 
Table 2.1 shows, with regard to identification of workers with 
their organisation prior to the redundancy, that GMH employees had the 
highest identification score (50 per cent) and T.A. Field employees 
had the lowest identification score (58 per cent). This finding 
highlights the closer ties of GMH employees to their organisation. 
TABLE 2.1 
EMPLOYEES' IDENTIFICATION WITH PRE-REDUNDANCY WORK ORGANISATION 
BY CASE STUDY 
(Column Percentages) 
Level of 
Identification GMH 
(n = 87) 
T.A. Field 
(n = 43) 
Metal 
Industry 
Firms 
(n = 46) 
Low 
Medium 
High 
18.0 
32.0 
50.0 
58.0 
21.0 
21.0 
46.0 
39.0 
15.0 
Note: Rounded to nearest percentage. 
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The employees in the metal industry study were far more likely to 
score in the middle range (39 per cent), confirming the earlier 
statement that management/employee relations in the metal industry 
were notable for their pragmatism, rather than being characterised by 
conflict or close working ties. 
There were also major differences in attitude towards the work 
organisation according to the occupational position of the respondent. 
Table 2.2 reveals a dramatic difference across the occupational status 
groups, with only 18 per cent of the white collar employees having a 
low identification with the pre-redundancy work organisation, and 
51 per cent of the unskilled workers having a low identification. The 
position taken by skilled tradesmen fell exactly half-way between 
these two extremes. These results are in keeping with the earlier 
discussion of the differences in the trust relations between 
management and employees in the case studies and within the 
occupational groupings. 
TABLE 2.2 
EMPLOYEES' IDENTIFICATION WITH PRE-REDUNDANCY WORK ORGANISATION 
BY OCCUPATIONAL GROUPING 
(Column Percentages) 
Level of c^. ^^ cu • n ^ Semi-
TA 4--f 4-• Staff Skilled , • T-, •, 
Identification skilled 
(n = 50) (n = 63) (n = 63) 
Ski: 
(n = 
33 
48 
19 
l ied 
63) 
.0 
.0 
.0 
Low 18.0 51.0 
Medium 18.0 25.0 
High 64.0 24.0 
Note: Rounded to nearest percentage. 
84 
No differences associated with gender were found with regard to 
views of the work organisation, but age proved to be a significant 
factor, with almost one-half of the younger respondents and only 
one-third of the older workers taking a negative position. This 
result would be partly due to the differences in the final payout of 
the two groups, and also to the fact that younger employees were more 
bitter at suddenly having their promotional prospects destroyed. 
The closer ties of GMH employees to management, in comparison to 
the situation with respect to the other case studies, became even more 
pronounced when GMH employees' their attitude towards their local 
management, following the decision to retrench, is taken into account. 
Almost unanimously (94 per cent), GMH workers believed that management 
felt concern about the consequences of this decision, while only just 
over one-quarter (26 per cent) of the T.A. Field employees expressed 
this view; this reflects the more distant and autocratic industrial 
relations system existing at the meatworks. The metal tradesmen, 
again, fall half-way between these two studies (44 per cent). The 
results are shown in Table 2.3. 
TABLE 2.3 
EMPLOYEES' PERCEPTIONS OF LOCAL MANAGEMENT'S ATTITUDE TO RETRENCHMENT 
BY CASE STUDIES 
(Column Pe rcen tages ) 
A t t i t u d e of F ' Id Metal 
Local Management * ' I n d u s t r y 
to Retrenchment (n = 87) (n = 43) (n = 46) 
T.A. F i e l d 
26 
18 
56 
.0 
.0 
.0 
Concerned 94.0 . 44.0 
Neutral 5.0 22.0 
Unconcerned 1.0 . 34.0 
Note: Rounded t o n e a r e s t p e r c e n t a g e . 
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The differences between the views of occupational groups on the 
issue of local management's attitude to retrenching are, again, quite 
significant with respect to white collar and manual employees. 
Approximately twice as many staff employees (84 per cent) as the 
semi-skilled (47 per cent) or skilled workers (38 per cent) believed 
management felt concern. 
The attitude toward the role of the top management in retrenching 
employees is very different, however, because in all three case 
studies there was universal condemnation of the senior executives' 
actions, as shown in Table 2.4. The results also indicate that the 
feelings of employees to their management were not severely affected 
by the redundancy itself. 
TABLE 2.4 
EMPLOYEES' PERCEPTIONS OF TOP MANAGEMENT'S ATTITUDE TO RETRENCHMENT 
BY CASE STUDIES 
(Column Percentages) 
Attitude of ^,^ ^ . v ^A Metal 
_ „ ^ GMH T.A. Field T A ^-Top Management Industry 
to Retrenchment (n = 87) (n = 43) (n = 46) 
. . i l  
 
11 
26 
63 
 
.0 
.0 
.0 
Concerned 7.0 9.0 
Neutral 47.0 37.0 
Unconcerned 46.0 54.0 
Note: Rounded to nearest percentage. 
It is difficult to compare the findings in this study, on the 
attitudes of employees to their organisation, with other studies in 
the sociology of work because of the diverse methods of measurement 
used. When Goldthorpe and Lockwood (1969:72) asked affluent workers 
to compare their firm with other firms at which they had worked, most 
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respondents said they were satisfied with their work situation, with 
65 per cent of manual, and 41 per cent of white collar workers, 
stating it was better than most. 
Beynon and Blackburn's (1972:45) study of a large factory also 
revealed a favourable attitude to the firm, with 78 per cent of 
respondents believing it to be better than other firms at which they 
had worked. The attitude towards management was, similarly, very 
positive, with 68 per cent believing that management was "genuinely 
interested in the well-being of the workers". There was, however, a 
contradictory finding which showed that 60 per cent of workers 
believed that, "given a chance", management would "put one over the 
workers". The authors explain this contradiction by stating that the 
former response was given within the context of personal relations, 
whereas the second reply was given in relation to the impersonal 
structural conflict of interest that is inherent within the firm. 
In Williams's (1981) two case studies of workers in a coalmining 
community, 53 per cent and 59 per cent of those sampled expressed 
feelings of loyalty to their company, Utah, and said they identified 
with the company. Gaillie's comparative study of French and British 
workers reveals large differences in the views of the workers towards 
management, with the French being consistently more radical in their 
attitude towards industrial relations. For example, in response to 
the statement that management is more concerned with the interests of 
shareholders, the findings with respect to the two French case studies 
show that 75 per cent and 62 per cent of the sample agreed, while the 
two British studies recorded only 39 per cent and 29 per cent 
agreement on this issue (1983:159). 
The results of the present study, although not directly 
comparable with the other research, do reveal a more negative attitude 
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towards the firm and management than was the case in the 
abovementioned studies. For example, in response to the statement 
(which forms part of the scale in attitudes to work organisation in 
Table 2.1) that "Management in this organisation really cared for 
Employees", only 46 per cent of workers from GMH, 23 per cent from 
T.A. Field, and 15 per cent from the metal companies, agreed. 
The lower finding may be due partly to the present research being 
a redundancy study. However, a comparison with other studies on 
redundancy on the attitudes of employees to their organisation is even 
more difficult to make, because very few of these included questions 
on this issue; the great majority focus only on the labour market 
experiences of the interviewed. An exception is Martin and Fryer's 
study (1973:116), which showed that 36 per cent of the manual, and 
35 per cent of the non-manual workers, believed the shop management 
felt concern about the retrenchment decision and, with regard to 
management as a whole, only 52 per cent of both occupational 
categories expressed this view. Finally, Parker et al. (1971) found 
that only 17 per cent of the paid redundant workers, and 23 per cent 
of the unpaid redundant workers, felt their employer's decision to 
retrench workers was unfair. 
Legitimation and the Redundancy Decision 
It is not surprising, considering the poor opinion most of the 
interviewed had of their senior management, that a large number of the 
interviewed would question the validity and truthfulness of the 
reasons given for retrenching workers. In fact, only half of the 
respondents unequivocally accepted the reasons given, while the 
remainder rejected them either partially or totally. Table 2.5 
presents responses to this issue. 
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TABLE 2.5 
EMPLOYEES' EVALUATION OF VALIDITY OF REASONS GIVEN FOR RETRENCHMENT 
BY CASE STUDIES 
(Column Percentages) 
GMH Metal 
Industry 
(n = 87) (n = 43) (n = 46) 
T.A. : 
 
47 
30 
Fie ld 
A  
.0 
.0 
Valid 52.0 50.0 
Not valid 33.0 39.0 
Both valid and 
not valid 15.0 23.0 11.0 
Note: Rounded to nearest percentage. 
The above data follow a pattern similar to that for the data on 
the attitude of workers towards top management, with very little 
difference being evident between the case studies; however, some 
variation can be detected among the three occupational groups. 
Table 2.6 shows the response according to occupational status. 
Acceptance of the reasons given is somewhat higher for the white 
collar employees (58 per cent) compared with the response for 
semi-skilled employees (43 per cent). 
TABLE 2.6 
EMPLOYEES' EVALUATION OF VALIDITY OF REASONS GIVEN FOR RETRENCHMENT 
BY OCCUPATIONAL GROUPING 
(Column Percentages) 
Staff Skilled Semi-
skilled 
(n = 50) (n = 63) (n = 63) 
Valid 58.0 51.0 43.0 
Not valid 26.0 38.0 36.0 
Both valid and 
not valid 16.0 11.0 21.0 
Note: Rounded to nearest percentage. 
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Considerable differences between the case studies on the issue of 
legitimacy, with respect to the reasons given for management's 
decision to retrench, are clearly evident in the following table. 
TABLE 2.7 
EMPLOYEES' EVALUATION OF FAIRNESS OF REASONS GIVEN FOR RETRENCHMENT 
BY CASE STUDIES 
(Column Percentages) 
GMH 
(n = 87) 
T.A. ] 
(n = 
7 
86 
7, 
F i e l d 
43) 
.0 
.0 
.0 
Metal 
Industry 
(n = 46) 
Fair 
Not fair 
Both fair and unfair 
39.0 
36.0 
25.0 
26.0 
65.0 
9.0 
Note: Rounded to nearest percentage. 
The contrasting results of the case studies are due primarily to 
the different events associated with the background to the closure or 
lay-off. The T.A. Field workers felt they had been treated unfairly 
because they saw the dismissals as primarily being an attack on their 
work conditions, rather than the consequence of a change in ownership. 
The employees in the metal industry saw themselves chiefly as victims 
of the strategies of their firm's larger competitors, which had bought 
out their place of work and then proceeded to end its operations. 
Thus, in both case studies, only a small minority felt the reasons 
given were justified. 
The position is more complex in the GMH study. Only about 
one-third totally accepted the decision; however, this is a far higher 
proportion than in the other case studies. The reasons for this 
90 
outcome are due partly to the greater integration within the firm, 
which encouraged employees to identify with management's position; it 
was also due to the fact that the economic situation at General Motors 
was much worse than it was at the other firms, with the exception of 
Evans Deakin. 
The greater questioning by GMH employees of the retrenchment 
decision may have been related to the local management's constant use 
of propaganda. Management had always emphasised Acacia Ridge's 
greater efficiency and had encouraged a sense of rivalry with the 
other plants; however, this was shown to be a groundless strategy by 
the decision to close the Brisbane plant. During the final 
twelve months, management was confronted by a largely resentful 
workforce, and continuing to instil sufficient motivation became 
increasingly difficult. 
There were sharp contrasts between the occupational groups in the 
way they interpreted management's decision, as shown in Table 2.8. 
TABLE 2.8 
EMPLOYEES' EVALUATION OF FAIRNESS OF REASONS GIVEN FOR RETRENCHMENT 
BY OCCUPATIONAL GROUPING 
(Column Percentages) 
Staff 
(n = 50) 
Skilled 
(n = 63) 
Semi-
skilled 
(n = 63) 
Fair 
Not fair 
Both fair and unfair 
40.0 
36.0 
24.0 
38.0 
48.0 
14.0 
8.0 
79.0 
13.0 
Note: Rounded to nearest percentage. 
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Very few of the semi-skilled workers (8 per cent) justified the 
decision, while the white collar employees had the highest approval 
level (40 per cent). The result for white collar workers is not 
particularly high when the close relations which existed between them 
and their organisation are considered. In addition, nearly as many 
(36 per cent) gave an unqualified "No" to the question on the fairness 
of the redundancy decision. 
A detailed categorisation of the replies to the question on the 
legitimacy of the redundancy decision was drawn from the qualitative 
data. There was a major dividing line between those who consented to 
the decision (that is, saw the decision as legitimate) and those who 
felt the decision was not legitimate, with the response of the latter 
being more related to concepts of compliance and control. The replies 
concerning legitimacy went beyond simply questioning the reasons 
given, to the wider issue of the fairness of the decision itself. 
The "legitimate" responses may in turn be divided into 
two subcategories: firstly, the actions of management are seen as 
justified; and secondly, responsibility is placed on forces beyond 
management's control, thereby indirectly excusing management's 
decision. In the first subcategory, a major grouping has been termed 
"rationalization" and includes the responses of employees who agreed 
with management's reasons concerning the need, at GMH for example, to 
centralise the company's operations or, at Evans Deakin, to streamline 
its workforce. This grouping includes the responses of workers who 
believed there was a need to introduce new technology by the company. 
A nvmiber of the above responses included an explanation as to why 
workers agreed with the management decision; however, other 
individuals did not substantiate or explain their reasons. Agreement 
appeared to be based on a blind faith in management decision-making 
92 
rather than reasoned argument. It could be argued that these 
responses relate to an ideology of the expertise of management: 
management are "the brains and, therefore, should know what they are 
doing". The concepts of rationalisation and technology are equated 
with efficiency and progress, and are seen as justification for 
restructuring the organisation. The earlier discussion of the 
work-related ideology of scientism is relevant here. 
A second grouping within the first category has been termed 
"Business View", and includes responses which justify the retrenchment 
decision on the grounds that management rightfully represents the 
interests of the owners of the business. Many of the replies were 
unqualified and simply asserted owner and/or managerial rights and 
prerogative. Within this grouping, some respondents expressed a 
viewpoint similar to what Salaman (1979) describes as "legalism" which 
asserts that the contract entered into by an employee is fair and 
equal for both the employee and employer and, therefore, that equal 
conditions should prevail when the contract is terminated or 
renegotiated. Such a view does not recognise the unequal power 
relationship between the parties. 
Within the second subcategory, where legitimacy of the decision 
is upheld, responsibility is placed on forces beyond management's 
control. A major grouping here is termed "market forces", which 
encompasses the belief that the decision was forced on management in 
an adverse market situation. This interpretation may be related to 
the work-related ideology of "market imperative", which sees the 
market as a natural force over which the organisation has no say; the 
need to retrench workers or upgrade technology is considered to be the 
consequence of reduced demand over which management has no control. 
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Another major grouping within this subcategory is "Government 
Responsibility", which shifts the blame from management to the Federal 
government or more vaguely to "politics". There was a tendency in 
this grouping to legitimise the retrenchment decision on the grounds 
that management had no other option in view of government policy. For 
instance, in the GMH study, some respondents believed the new Federal 
Labor government lowered tariffs on imported cars to victimise the 
National Party-dominated State of Queensland. 
In the final grouping the decision is legitimated because of 
management's "fair handling" of the closure. The issues raised in 
this grouping varied considerably, ranging from the method of laying 
off workers to the size of the redxindancy payout. 
In the "non-legitimate" responses, employees did not agree with 
the decision, but were compelled to carry out management's orders; 
they may have been told to leave the workplace immediately or to 
continue with their duties until the date the job would be terminated. 
Several broad groupings can be identified within the "non-legitimate" 
responses, but the first two groupings relate to a questioning of the 
decision-making by the management and, therefore, of management's 
greater expertise and knowledge. 
Respondents in the first grouping, "Alternative Reorganisational 
View", disagreed with the decision taken by the management and 
proposed an alternative plan or strategy. For example, at Malleys and 
GMH plants, which were closed in order to centralise operations, 
employees ventured alternative arguments on the closures. 
The interviewed in the second grouping of "Bad Management" saw 
the retrenchment as the result of poor policy or administrative 
decisions taken by top management. For example, the top-heavy 
structure of the organisation at T.A. Field and GMH which had an 
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excess of middle management and foremen, was blamed by some while 
others believed a poor reading of the market was chiefly responsible. 
Within the "distrust of reasons" grouping the reasons given for 
the decision were not believed. This was the case at Commsteel and 
Malleys, where many employees rejected the official reasons given by 
the company which had acquired their workplace for the purpose of 
closing down its operations. Others simply felt they could not trust 
a multinational corporation such as General Motors or a large 
interstate firm such as Commsteel Vickers. 
Finally, some respondents felt the decision had been influenced 
by outside political factors and, therefore, that the official reason 
was untrue. There were, for example, cases of scheming and cheating 
by the GMH management at the southern plants against the Acacia Ridge 
plant. 
The next grouping of "personal sentiment" included the responses 
of workers who felt the decision to retrench was unfair simply because 
they had lost their job. The responses of those who believed the 
decision was unjust because it involved a lack of social 
responsibility by the company is included within this group. Concern 
was also expressed at the loss to the community resulting from the 
closure; the general decline in the Australian manufacturing industry; 
and the loss of jobs for many older workers. 
Within another group of replies, which related to "unfair 
handling" by management, the decision was expected because of the 
perception that workers had been unjustly treated by management during 
the redundancy procedure. 
In the final group, termed "fatalism", there were expressions of 
helplessness and sometimes indifference. For example, some 
respondents argued that the fairness or unfairness of the decision was 
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irrelevant because the decisions of large corporations were beyond the 
control of ordinary people. 
These different groupings of replies were further collapsed 
within three broad categories for the legitimate responses and 
three broad categories for the non-legitimate responses. The details 
concerning how these groupings were collapsed are in Appendix A. The 
following table (Table 2.9) shows the results, according to 
occupational status, on the issue of why the retrenchment was 
perceived as being a fair and just decision. The responses of those 
who replied both "Yes" and "No" to the question of the justice of the 
decision have been included twice. 
TABLE 2.9 
EMPLOYEES' MAJOR REPLY AS TO WHY RETRENCHMENT 
WAS A LEGITIMATE DECISION - BY OCCUPATIONAL STATUS 
(Column Percentages) 
Approvals ., ^ ^ Moral 
r- ~ . . Management 
of Decision ° ^ Approval 
(n = 56) (n = 18) (n = 4) 
Staff 36.0 44.0 100.0 
Skilled 50.0 28.0 0.0 
Unskilled 14.0 28.0 0.0 
Note: Rounded to nearest percentage. 
Although the number is quite small (4), the staff employees were 
the only status group to state they morally approved of the decision; 
this was because they considered management treated them well during 
the process of redundancy. There was a tendency for the white collar 
workers to view management's decision as legitimate by blaming outside 
forces, such as the Federal government, for the decision, while the 
skilled tradesmen were more likely to approve of the decisions made. 
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Table 2.10 shows differences between the occupational groups on 
the question of why they felt the decision was not legitimate. What 
is notable in this table, is the large number (55) of respondents who 
rejected the legitimacy of the decision because they neither believed 
the official reasons given nor trusted the organisation. As would be 
expected, the percentage of interviewees distrusting management 
declines according to the higher the status of the occupational group, 
which is in accord with Fox's analysis of trust relations in 
organisation. A significant number of staff employees also stated 
that they distrusted management and, on a personal level, feelings of 
disillusionment and lack of faith in the organisation were expressed 
most strongly by white collar employees who believed the company had 
let them down. 
TABLE 2.10 
EMPLOYEES' MAJOR REPLY AS TO WHY RETRENCHMENT 
WAS NOT A LEGITIMATE DECISION - BY OCCUPATIONAL STATUS 
(Column Percentages) 
_. , Distrust ., , Disapproval ^ Moral 
of Decision ., ^ Disapproval Management 
(n = 39) (n = 55) (n = 33) 
Staff 36.0 24.0 9.0 
Skilled 33.0 33.0 24.0 
Unskilled 31.0 43.0 67.0 
Note: Rounded to nearest percentage. 
The unskilled worker usually has the worst employment conditions 
and the least protection against job termination. Consequently, it 
seems that a very large percentage of unskilled respondents emphasised 
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the injustice of the decision in personal terms, that is the "unfair" 
manner in which they had been put out of a job or laid off. 
Conclusion 
In the discussion of the structural factors affecting 
management's implementation of the redundancy, six major factors were 
considered in relation to the varying degrees to which they affected 
the management within the different case studies. The chapter also 
outlined the different authority relations in the case studies and 
showed how the situation at each firm was quite distinctive. 
Finally, there was an analysis of the retrenched workers' 
identification with their pre-redimdancy organisation, their 
perceptions of the attitude of management to the retrenchment 
decision, and the employees' views on whether the decision was just or 
valid. Respondents' attitudes varied markedly according to their 
occupational status, with white collar workers identifying more 
closely with their management and organisation. However, differences 
in attitude also emerged between workers from particular firms. For 
example, T.A. Field employees were far more critical of their company 
than were GMH employees. 
In Chapter 3, the respondents' attitudes to various other aspects 
of their pre-redundancy work organisation and their subsequent 
employment experience, are examined. 
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Notes to Chapter 2 
1. Rose and Jones (1985:81) conclude that most employers lack any 
coherent strategy of management control and are more likely to 
simply react to market forces or to pressure from their 
employees. 
2. An important distinction is made between strategy and 
administration: strategy is linked to the goals of the 
organisation, investment and location decisions; administration 
is, according to Ansoff, the "structuring of the firm's resources 
and its organization" (quoted in Wood, 1980). Wood (1980) 
however simply defines administration as the operational everyday 
decision-making; strategy over-rides administration in 
importance. 
3. Sybey (1984), as another example, discusses the divisions, within 
the management of a wool textile firm, in terms of their 
traditional and professional frames of meaning. 
4. Each circuit may be characterised in a different way. For 
example, banking capital is preoccupied with maintaining the 
value of money, while industrial capital is technocratic and 
emphasises rationalisation of the productive process. Within the 
organisation, different managerial strategies are related to 
their locations in these circuits. Production management will be 
within the circuit of industrial capital; marketing and sales 
will be within commercial capital; and accountancy and finance 
will be within banking capital. 
5. The thesis of managerialism is usually associated with the work 
of Berle and Means (1932) and Burnham (1962). Clegg, Boreham and 
Dow (1986:126) discuss in detail the "thesis of managerialism". 
Scott (1979) and Nichols (1969) have argued that top-level 
managers are capitalists themselves, while Clegg et al. (1986) 
show that a high degree of interlocking directorships is a 
significant feature of an advanced capitalist society. 
6. Nichols also states that "the progressive rationalization of the 
large corporation has increased the extent to which the manager's 
performance is assessed by essentially economic criteria" 
(1980:279). 
7. Braverman has been rightly criticised for placing too much 
emphasis on the importance of scientific management as a control 
mechanism over labour; for neglecting the force of worker 
resistance to management attempts to reorganise work; and for 
failing to recognise that processes of job reorganisation do not 
all result in the degradation of labour (Wood, 1982; Littler and 
Salaman, 1982; Thompson, 1983). 
8. Gospel's (1983) historical research on employers' labour policies 
does not assume the historical periodisation suggested by 
Edwards. Gospel outlines various methods or forms used by 
management to control labour, and believes there is considerable 
overlap between the different forms. 
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9. Braverman's "degradation" thesis contributed to this pessimism. 
Braverman's analysis has been important for understanding the 
interaction between technology and work; this has been achieved 
through his critique of the "neutrality" of scientific management 
and the demystification of what he termed "technological 
dete-rminism": the belief that new technology is inevitable 
because of the continuing need for greater efficiency by 
companies to maintain profitability. Braverman stressed the 
importance of the way in which the design of new technology 
permits greater control and surveillance over the workforce. 
10. Clegg et al. (1986:11) state that "control is embedded in the 
complex structure of social relations in and of production which 
constitute organization". In addition, different principles of 
control become specific to different levels of the organising 
structure and the overall labour process (Clegg, 1981). Thus 
control necessarily implies hierarchy. 
11. The following discussion is partly based on Salaman's (1979) 
typology. 
12. See also Nichols (1980) and Perrow (1972). 
13. Marcuse (1972:23) states that "the efficiency of the system 
blunts the individual's recognition that it contains no facts 
which do not communicate the repressive power of the whole". 
14. In this regard the ideas of Althusser and Poulantzas on ideology 
are followed. 
15. Giddens (1979). 
16. "Games" are meant to refer to practices which reflect the battle 
workers have with the conditions of work, e.g. beating the clock 
or setting their own target to pace the time, etc. Burawoy 
states, "participation in games has the effect of concealing the 
relations of production at the same time as coordinating the 
interests of workers and management ... . Playing the game 
generates the legitimacy of the conditions that define its value 
and objectives" (1979:21). 
17. Clegg and Dunkerley (1980:149). 
18. The following factors are partly derived from Martin and Fryer 
(1973). 
19. The opposition within the management of Malleys has some 
parallels to the divisions within management that Sybey 
(1984:550) found in his study of a wool textile firm, the 
differentiates between traditional and professional frames of 
meaning or management. The former is derived from the historical 
conflict-oriented traditions of the manufacturing process, and 
the latter were associated with concepts of the efficient 
management of organisations. 
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CHAPTER 3 
THE EMPLOYMENT EXPERIENCE 
PART ONE: THEORETICAL AND EMPIRICAL PERSPECTIVES ON WORK AND ITS 
ORGANISATION 
Introduction 
The employment experience to be discussed in this chapter 
includes an analysis of both the structural factors affecting the 
respondents' employment experience and their subjective views of work. 
The focus on the structural and subjective aspects of work attempts to 
overcome the one-sided emphasis of other studies on retrenchment, 
which either solely give a labour market analysis of employment 
outcomes or simply discuss the subjective experiences of the 
retrenched, without placing these experiences in a concrete social, or 
labour market, context. 
The chapter begins with a general outline of the structural 
perspective that is used to analyse labour market outcomes: the 
labour market segmentation approach. This approach is later applied 
in the discussion of the employment experiences of the retrenched 
workers in the three case studies. An overview of workers' attitudes 
to employment on such aspects as the importance of work, job 
satisfaction, work commitment and identity is also included. The 
attitudes of the respondents in the present study are then examined in 
relation to these aspects of work. 
The second part of the chapter presents in detail the 
re-employment experiences of the interviewed and also shows the extent 
of occupational and industrial mobility. Finally, a comprehensive 
comparison is made between the respondents' former workplace and their 
later work situation. 
101 
Labour Market Segmentation Theory 
The structure of the labour market and the way in which it is 
segmented is crucial for comprehending the differing employment 
conditions of those made redundant. The manner in which employment is 
organised or structured determines different employment experiences 
and outcomes, and a labour market segmentation approach best captures 
the structural explanations for the consignment of different groups of 
employees to different locations. It will be the aim of this section 
to critically evaluate some of the theoretical claims of this 
approach. 
Labour market segmentation theory conceptualises markets as 
areas of unequal exchange in which institutional barriers constrain 
movement. These institutional barriers, which comprise trade unions, 
business associations and government labour legislation, all reflect 
the importance of non-competitive forces in relation to bargaining 
power. Labour market segmentation theory, and the approach taken in 
the present research, are best understood by analysing the critique of 
neo-classical economic theory; by tracing the theory's development as 
an alternative perspective; and, finally, by outlining the major 
revisions to the theory embodied in this study. 
Critique of the Neo-classical School 
The dominant labour market is the neo-classical or orthodox 
school, which attempts to integrate labour market analysis into the 
supply/demand model of neo-classical economics. The model of wage 
competition, in which workers and employers respond rationally to 
surpluses or shortages in the labour market, with wages being adjusted 
accordingly, is central to this theory. 
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Labour market segmentation theorists' critique of the orthodox 
school makes three major criticisms, which will now be examined. The 
first relates to neo-classical economists' neglect of what Whitfield 
(1987:8) refers to as the "idiosyncrasies of labour". Labour has 
distinctive characteristics and therefore cannot be treated simply as 
another commodity in the market in the same way as, for example, wheat 
or sugar. As Whitfield states: 
There is considerable evidence that labour markets do not 
operate in the perfectly competitive manner of simple 
economic theory. The power of individuals and groups has a 
major impact on market operation (1987:16). 
A feature which distinguishes labour markets from commodity 
markets is that, unlike the relationship between the buyer and seller, 
the contract of employment is usually ambiguous and unequal. A 
notable aspect of the employment contract, and one which 
differentiates it from other economic relationships, is that employees 
are placed in a subordinate position by their employer. The differing 
power relation between capital and labour is ignored in neo-classical 
analyses. 
Another area in which labour differs from other exchange 
relations is in its productivity, which depends on the employer being 
able to motivate the workforce through strategies of control. 
Productivity is also reliant on skill acquisition, which requires 
experience and training. Finally, the typical employment relationship 
may last many years in contrast to the usually brief exchange 
relation. 
The second criticism made by labour market segmentation theorists 
is that the orthodox school ignores the fact that the labour market is 
built on institutions such as trade unions, employer associations and 
wage-fixing tribunals, which distinguish it from other markets. Such 
structures cause the market to work in a way which differs from the 
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pure supply and demand model of neo-classical theory, which only 
partially explains the real forces determining outcomes in the 
economy. 
The labour segmentationist critique does more than simply point 
to the neo-classical theory's neglect of these institutions; it also 
argues that much labour market activity is motivated by non-economic 
factors and that broader social influences therefore need to be 
considered. 
The third criticism relates to the conceptual and methodological 
approach of the neo-classical perspective. Of particular importance 
is the focus by labour segmentation theorists on group behaviour and 
their rejection of an interpretation of labour market behaviour in 
terms of the motivation of individuals. In effect, this difference in 
focus means that the neo-classical theorists interpret labour market 
activity according to the characteristics of the workers, that is, it 
emphasises supply whereas the labour segmentation approach 
concentrates on demand. 
The Development of Labour Segmentation Theory 
Early formulations of a segmentation perspective were derived 
from the "institutional" position of Kerr (1954), who argues that 
separate labour markets are constituted by rules which set boundaries 
of access. This early research focused on the disparity of wage rates 
in occupational markets (Loveridge and Mok, 1979:29). 
During the early 1970s, the critique of the neo-classical 
analysis of labour markets became known as the "dualist" labour 
segmentation perspective: 
Dual labour market theory ... suggested that a 
dichotomization of the American market had occurred over 
time, forging two separate labour markets in which workers 
and employers operate by fundamentally different behavioural 
rules (Gordon, 1972, quoted in Schervish, 1983:10). 
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The major difference between the dualist position and the earlier 
institutionalist approach was that the dualist theorists, such as 
Doeringer and Piore (1971), brought together the geographical, 
occupational and industrial sources of segmentation as sub-markets. 
In doing so, they attempted to combine existing knowledge on vertical 
segmentation (occupational stratification) and horizontal segmentation 
(local and industrial sectors). Clegg et al. explain that, in 
contrast to the institutionalist view, dualism: 
realizes that the topography of labour markets admits of 
differentiation on more than merely the horizontal plane. 
Additionally it considers the vertical dimension of labour 
market structures (1986:218). 
The dualist perspective developed from American research into the 
causes of the concentration of black workers in low status employment 
positions (Bluestone, 1970; Doeringer and Piore, 1971; Piore, 1979). 
Fundamental to the dualist paradigm is the differentiation of the 
labour market into primary and secondary sectors. The theory is 
2 
mainly concerned with two kinds of dichotomy. Under the first 
3 
dichotomy, primary jobs (subdivided into upper and lower ) have high 
wages, secure employment and prospects for promotion and secondary 
jobs have low wages, poor employment conditions and a lack of job 
security. The second dichotomy is between types of employers. The 
core sector consists of large corporations - monopolies which are 
engaged in mass production and are capital intensive and 
technologically advanced. The peripheral sector consists of small 
firms located in competitive markets and are typically involved in 
^ , 4 
food processing, clothing and retail trade. 
Central to the analysis of early "dualist" theory is the concept 
of Internal Labour Markets (ILMs), which are allocation mechanisms by 
which persons and jobs within a particular firm or occupation are 
matched. Unlike external markets, the pool or supply of labour is 
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primarily internal to the firm or occupation. Within ILMs, there are 
formal rules, as well as customs relating to such aspects of work as 
pay differences, promotion and seniority. ILMs are also characterised 
by fringe benefits such as sickness pay, holiday allowances and 
pensions which are all linked to length of service. Employers 
sometimes seek to weaken the role of senior union officials through 
these benefits, because employees rely on the continued paternalism of 
the firm rather than the efforts of a trade union (Friedman, 
1977:110). 
In the writing of Doeringer and Piore the causes of dualism are 
to be found in technological changes which result in the need to have 
increasing specificity in workers' skills. As a consequence, 
employers seek stability in their expensively trained labour force, 
which is achieved through the ILM (Peck, 1989:121). 
The radical or Marxist perspective of the dualist thesis, as 
exemplified in the writing of Gordon (1972) and Reich, Gordon and 
Edwards (1973), rejected Doeringer and Piore's emphasis on technical 
requirements and stressed instead the role of labour market 
segmentation as a capitalist control strategy. However, the radical 
theorists replaced the one-sided technological explanation with an 
equally one-sided interpretation by only attributing explanatory value 
to the economic interests of the employers and thereby overlooking the 
possible impact of workers' actions on the establishment of a 
segmented labour market (Blackburn and Mann, 1979; Clegg et al., 
1986). Employers cannot be certain of the consequences of their 
labour market strategies because of the influence of organisations 
representing employees (Rubery, 1980). 
Unions, by exerting control over the labour process and 
specifying the conditions under which labour can be fired, have been 
able to increase security of employment. Job security is also 
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increased by strategies of social closure, that is, by controlling the 
supply of labour and restricting employers' access to outside labour 
(Parkin, 1972, 1979; Kreckel, 1980). The present research rejects 
monocausal explanations for labour market segmentation and recognises 
the multicausal nature of the way in which the labour market has 
developed. For example, the more recent writing of Offe and Berger 
(1985) reveals the important influence of the the state on labour 
market formation. Another study by Ashton (1986:58) outlines the 
different ways in which the state influences the formation of labour 
market shelters by determining the framework within which the labour 
market operates. This process involves generally guaranteeing the 
security of property and defining the contract of employment as a 
legally binding agreement between two parties, even though they are 
parties of unequal power. Further, the state can determine the 
tactics which managers and workers can legitimately use in conflict. 
There are other problems associated with adopting the labour 
segmentation theory approach. For example, avoiding the over-emphasis 
by earlier theorists of the demand side of the labour market at the 
expense of the supply side and the personal characteristics of 
workers. Another problem has been the too rigid view of the way the 
market matches the characteristics of workers to particular tasks. 
Nevertheless, the labour market segmentation perspective has 
considerable strengths for the understanding of labour markets. 
Segmentation theorists have shown that the job situation on the demand 
side of the labour market is crucial for explaining variations in 
earnings and income. 
Another contribution of segmentation theorists is the view that a 
modern capitalist economy has a dominant or monopoly sector consisting 
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of capital intensive corporations which enjoy high profits. This 
sector is said to be surrounded by a competitive sector of smaller 
labour intensive firms experiencing lower profits. Schervish 
(1983:43) maintains that the existence of economic sectors reflects on 
an underlying differentiation among groups of firms in their 
vulnerability and power in the product market. For example, Hodson 
(1978:43) found that after accounting for the impact of human capital 
variables, an analysis of both the productive sector and employment 
position significantly contributed to an explanation of earnings. 
There is an important relationship between the monopoly and 
competitive sectors, as the latter should be viewed, not only as 
subordinate, but also as functional for monopoly capital in advanced 
capitalism. This is exemplified by the fact that competitive firms 
shoulder most of the business risk associated with new investments and 
also engage in less profitable but necessary production, thereby 
freezing monopoly capital for higher profit investments. 
This division of the economy into monopoly and competitive 
sectors helps to explain the different employment situations of 
displaced employees from different firms and the disparity in the 
conditions under which they were separated from their workplace. It 
is therefore important for understanding the differing employment 
outcomes of the retrenched in the present study. 
In siumnary, this study takes a revised labour segmentation 
position but does so with significant qualifications to the approach 
taken by dualist and radical theorists. These qualifications relate 
to to the monocausal explanations given by earlier theorists for the 
existence of segmented labour markets. Later in the chapter, there is 
a discussion of how firm and sector affected the employment experience 
of the respondents. 
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The Importance of Paid Work 
There are two dominant positions on work in contemporary 
capitalist society. The first position holds that work itself as 
meaningless: it is solely a means to an end, the "means" being an 
income and the "end" being life outside the realm of work. Thus 
personal fulfilment is achieved through leisure. This view, derived 
directly from Aristotle, is basic to Neff's psychological analysis of 
work, which he defines as: 
an instrumental activity carried out by human beings, the 
object of which is to preserve and maintain life, which is 
directed at a playful alteration of certain features of 
man's environment (Neff [1968], cited in Martin and Fryer 
[1973:50]). 
On the other hand, the second position holds that work is an end 
in itself and that personal fulfilment is primarily achieved through 
work. The rise of capitalism in Western society over the last few 
hundred years was dependent, in part, on the meaning attributed to 
work in the Protestant work ethic, in which it was defined as having 
intrinsic value. Anthony (1977) perceptively shows that 
managerial-psychological and Marxist approaches to work both share a 
common ideology of the centrality of work for htiman fulfilment. 
This simple dichotomy of the intrinsic and extrinsic value of 
work overlooks the complexities in the debates on the origins and 
existence of particular work or occupational ideologies such as in the 
writings of Fox (1980), Anthony (1977) and Thompson (1983). However, 
this fundamental division has been significant in studies on job 
satisfaction. 
There are a number of aspects of work in modern society that do 
not change. For example, work is a means of survival; it is an 
integral part of social life in the way it structures people into sets 
of roles and forms of authority and, by so doing, it instills a sense 
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of identity in the individual (Edgar, 1980:208). However, there is no 
single definition of the meaning of work. The variation between 
groups located differently in the social structure determines the way 
in which work is expressed and perceived. In this section the various 
meanings and importance that retrenched employees attach to their work 
will be examined. 
Job Satisfaction 
Why undertake research into the level of job satisfaction of the 
retrenched? Because this factor can give an indication of the 
importance of the job held by respondents before retrenchment and can 
be used as a measure of the quality of the jobs obtained after the 
redundancy. Hall's (1986) statement on the importance of researching 
job satisfaction is also relevant to this study: 
Job satisfaction is important in its own right. If work is 
the major activity of adult life for most people, then 
whether or not they are satisfied with what they are doing 
is important. 
Kalleberg (1977:126) refers to job satisfaction as "an overall 
affective orientation on the part of individuals towards work roles 
which they are presently occupying." An outline of the differences 
between intrinsic and extrinsic satisfaction is given by Watson 
(1980:116). He states that the intrinsic satisfaction of work means 
that it is "an enriching experience, one which provides a challenge, 
develops the individual [and] ... has expressive meaning." While the 
extrinsic satisfaction of work means that it "yields no value in 
itself, it is a means to an end and human satisfaction or fulfilment 
is sought outside work. Work therefore has an instrumental meaning." 
Tautsky (1984) shows that between 80 and 90 per cent of national 
samples taken in the U.S. between 1958 and 1982 reported satisfaction 
with employment. The consistently high affirmative replies are 
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possibly due to a methodological problem in the way questions about 
job satisfaction are worded and, therefore, do not necessarily 
indicate that the majority of people are satisfied with their work. 
Because of the importance placed on work in society, the high 
affirmative result may be due to a reluctance to admit that work is 
not satisfying because, to do so, could be interpreted as a form of 
failure. 
Much of the research on job satisfaction has stemmed from an 
interest in its relationship to productivity. Consequently, most of 
the research is biased towards management's interest in increasing 
productivity or the motivation of workers. However, no clear 
relationship has been found between job satisfaction and productivity. 
The theory that job satisfaction generalises or "spills over" 
into other spheres of life has been another area of research interest. 
According to this theory, those individuals who are satisfied with 
their work will also tend to be satisfied with other aspects of their 
lives. Another view holds that people will compensate for unpleasant 
work experiences with leisure activities. Some researchers have found 
evidence to support the "spillover" view, but no basis for the 
"compensatory" approach (Hall, 1986:93) has been found. The evidence 
as to the relative importance of intrinsic or extrinsic factors in 
achieving job satisfaction is more inconclusive. 
Work Commitment 
Work commitment is a concept which is closely associated with job 
satisfaction, and relates to the extent to which individuals are 
committed to, or involved with, their work: that is, the degree to 
which work is a central life interest and how important it is for the 
individual's identity. 
Ill 
Researchers have used various methods to determine the strength 
of people's commitment to the work ethic. Morse and Weiss (1955, 
cited in Watson, 1980:133) asked respondents whether they would 
continue to work if they had sufficient money to live comfortably. 
The middle class employees partaking in the study frequently stated 
that they would miss aspects of work which they considered 
interesting, if they resigned. Working class employees, however, 
generally considered that the loss of activity would be the most 
difficult aspect of retirement to accept. It was found that 
80 per cent of the men sampled would continue working, although there 
was evidence of a decline in the work ethic among the older and less 
skilled workers, with the positive response rate dropping to 
50 per cent for the unskilled employees. The researchers concluded 
that modern workers do not have a means of directing their energy 
other than by working. 
Williams (1983:216), in a more recent study, also examined 
attachment to the work ethic among a sample of nearly 1,000 Telecom 
workers, who were asked a similar question to that in the Morse and 
Weiss study. Williams received an almost identical response to Morse 
and Weiss's, with 72 per cent stating they would keep working even if 
they did not need to. Williams concluded that adherence to the work 
ethic was as strong as it was 30 years ago: "The work ethic is not 
ideologically outdated because it still provides an effective 
mechanism by which labour discipline can be maintained." 
Work and Non-work 
Williams's finding on the strength of the commitment to work 
differs from the views of social commentators, such as Jenkins and 
Sherman (1981) and Jones (1982), who claim that the work ethic is now 
redundant and that preparation for a leisure society should take 
place. These ideas were formed in the context of the technological 
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changes which began in the late 1970s with the introduction of 
micro-chip technology. It was believed that this labour-saving 
technology would result in high unemployment and a reduction in the 
working hours for most individuals and, consequently, that 
recreational activities and leisure time would become more important 
than work by virtue of necessity. Williams rejects this position and 
concludes that there is little evidence that leisure is now more of a 
central concern to individuals than work. 
The advocates of a future leisure society fail to understand the 
important relationship between leisure and work in capitalist society 
(Marcuse, 1972; Parker, 1976). Concepts of leisure are closely 
related to the way paid work is viewed, and are also closely linked to 
consumerism. The two spheres of life reinforce each other, as 
capitalism shapes both work and leisure activities. Leisure is not 
free time but, rather, recuperation and respite from the working day. 
Parker shows that differing types of work influence the forms and 
amount of leisure available to persons in society: "leisure 
activities are conditioned by various factors associated with the way 
people work." Dumazedier (1967), however, emphasises the other side 
of the work-leisure relationship: leisure values are increasingly 
influencing work, as some people choose jobs with reference to the 
type of leisure they prefer. 
Individual Characteristics and Work Experience 
Individual characteristics such as age, gender and status, 
which influence the quality of employment to a considerable extent, 
will now be discussed. 
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The Older Worker 
Age stratification is a dominant criterion by which people are 
placed in the social structure. Examples include mandatory retirement 
practices or selection for certain offices or positions on the basis 
of age (Hall, 1986:233). Age stratification is related to age 
discrimination. For example, in the work situation, people over or 
under a certain age can be precluded from consideration for a job 
regardless of their qualifications. Age is also related to promotion, 
in that the rate of promotion declines dramatically with age. Tolbert 
(1982) found the barrier between core and peripheral firms becomes 
increasingly impermeable as people age. 
Wright and Hamilton's (1978) research examined possible 
explanations for the consistent finding that older workers are more 
satisfied with their job than younger workers. They found the chief 
explanation to be that older workers simply have better jobs, a 
situation which is particularly true for white collar and managerial 
employment. The work situation of the older worker is very different 
from that of younger workers, in that the latter's work performance is 
under greater scrutiny, especially in manual occupations. Negative 
views of the performance of older workers are based on societal views 
of older people. Parker (1982:24) points out that prejudice and 
discrimination against older workers exists, even though research 
evidence indicates that older workers can be very useful contributors: 
"What we are up against is one aspect of ageism; the systematic 
stereotyping of, and discrimination against, people simply because 
they are old." Parker found that the older a worker, the more he or 
she believes age to be the greatest obstacle to obtaining another job. 
This belief is supported in the findings of the present study, as will 
be shown in the later discussion of the high unemployment rates of 
older workers. 
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Class, Status and Occupation 
The relationship between occupation and social status or class is 
extremely strong. As Blau and Duncan (1967:vii) note, "in the absence 
of hereditary castes or feudal estates, class differences come to rest 
primarily on occupational positions and the economic advantages and 
powers associated with them." 
Kalleberg and Griffin (1978:371) show higher status positions 
have higher job satisfaction and offer greater financial and intrinsic 
rewards. They point out that the degree of control over the work 
situation determines the extent to which work rewards can be obtained. 
Thus, class or socio-economic status variables are important in an 
analysis, because persons in higher status positions are able to 
obtain the rewards that yield job satisfaction. Research consistently 
shows higher satisfaction among professional, technical and managerial 
workers and lower satisfaction amongst skilled and unskilled workers 
(Quinn, 1974; Kalleberg and Griffin, 1978:396). 
Occupational identity is a key concept in the study of the 
meaning and significance of work. Jobs differ in the extent to which 
they offer the possibility of a strong sense of occupational identity. 
Occupational identity and the closely related concept of work 
commitment are usually found in higher status groups, such as 
professional and managerial occupations, and employment is more likely 
to be a central life interest for the individuals holding these 
positions. 
Manual work is not usually associated with occupational identity, 
but there are some important qualifications to this generalisation, 
such as skilled crafts in heavy engineering or in those occupations 
where a strong sense of occupational community still exists, such as 
the coal mining industry. The length of service of workers in a 
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particular occupation or industry (Brown, 1987:465) is also relevant 
to the development of occupational identity. 
The Work Situation of Women 
For women, unequal opportunity and discrimination in the labour 
market, combined with their different socialisation, are the major 
reasons they are concentrated in low paid jobs and have poor promotion 
prospects. 
The work situation of women is still strongly linked to their 
role in the family. For example, the presence of small children 
reduces labour force participation. Being married used to reduce the 
likelihood of women participating in the work force, but this pattern 
has changed. There have been dramatic changes in women's 
participation in the workforce over the last 20 years, both with 
regard to total workforce participation and admission to formerly male 
dominated professions. 
Despite these changes in women's labour force participation, the 
male within the household is still more likely to be the main income 
earner. Women are more likely to be employed in part-time work and to 
have less continuous employment (Lever-Tracy, 1988). Rosenfeld (1978) 
found that women with less continuous employment experience have fewer 
opportunities to move to higher positions and have fewer occupational 
rewards in their working life. Thus, women with identical education 
attainment to men earn only about three-fifths of the male salary. 
These structural aspects of women's employment are important for 
understanding the differences in work commitment and job satisfaction 
between men and women. Studies comparing female and male job 
satisfaction have found that women experienced less satisfaction than 
men, and more isolation and work strain (Miller, 1980:337). 
Finally, because women's work is generally considered to be of 
only secondary importance, women frequently do not strongly identify 
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with their job. This is not to suggest, however, that women do not 
hold jobs which provide a strong sense of occupational identity. 
According to Williams (1983:236), paid work in contemporary society 
has "boundary defining qualities of the male sex role in patriarchal 
Anglo Saxon cultures." Williams believes, however, that paid work is 
likely to assume increasing importance in defining women's identity. 
There is a discussion of respondents' general attitudes to work later 
in the chapter. 
Firm, Sector and Employment 
The respondents' conditions of employment differed dramatically 
according to the firm they worked for prior to the retrenchment: the 
larger the company organisation, the higher the wages and the better 
the conditions. The GMH employees, because they worked for a huge 
transnational organisation, enjoyed the best employment conditions. 
Wages were considerably higher at GMH, for both the metal 
tradespersons and the clerks, than in the other metal industry firms 
studied. The fitters at GMH earned 12 per cent more on average than 
their fellow workers at Malleys, while the clerks at GMH earned 
10 per cent more than the clerks at Malleys. 
The wages of workers at the metal firms studied were, however, 
considerably higher than the wages of metal workers in the small metal 
shops around Brisbane. The metal tradespersons interviewed in the 
pilot study, who worked in small firms employing fewer than 30 people, 
had wages which were 8 per cent lower than those of their fellow 
skilled workers interviewed in the main study. 
Differences in the employment conditions between the firms, with 
regard to the termination payments received, were also quite apparent. 
Approximately half the GMH workers received more than $20,000, while 
only 13 per cent of the metal industry employees and no meatworkers 
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received above this amotint. Of those workers who received less than 
$3,000, 7 per cent were GMH workers, nearly half were metal industry 
employees (45 per cent), and nearly all were meatworkers 
(95 per cent). 
A large corporation like GMH is part of the core or monopoly 
sector, whereas smaller firms make up the peripheral sector of the 
economy, which is usually associated with insecure employment. 
Consequently, employees at GMH had longer term employment than the 
employees in the smaller metal and meatworks firms. Only a small 
percentage of the GMH workers (11 per cent) had worked for less than 
seven years, while more than four out of ten meatworkers and metal 
industry employees had less than seven years' service (42 per cent and 
43 per cent respectively). As would be expected, therefore, GMH 
employees identified more strongly with the firm than the other 
employees interviewed. 
Personal Characteristics and Employment Barriers 
The labour market segmentation approach is also important for 
understanding the constraints and barriers to employment following 
retrenchment because of personal characteristics, such as gender and 
age. 
Gender 
Some of the women in the study reported that sexual 
discrimination practices had prevented them from gaining promotion 
g 
within the organisation. For example, within the occupational 
hierarchy structure at GMH, women could not be promoted above a 
Grade 5 Clerk position, even though the grade system went up to 10. 
At T.A. Field the women could only be employed as packers, a job which 
is poorly paid in comparison to the positions of boner and slicer. 
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Women's employment opportunities and bargaining power in the 
labour market are also weakened as a result of the division of labour 
9 
in the household. Many employees consider that employment for women 
with children is secondary to their role in the family, and this 
patriarchal ideology acts against the mature female worker gaining 
re-employment. 
Several older women complained of discrimination on the basis of 
both gender and age when they sought re-employment, which forced some 
into casual and part-time work; however, other women said they 
preferred part-time employment because their husbands were working 
full-time. 
Age 
The majority of the employees at GMH and Malleys were in an 
advantaged employment position within the "shelter" of the internal 
labour market hierarchy of the organisation. Because of their 
long-term service, many held senior positions and enjoyed good wages 
and conditions. Their employment situation dramatically changed 
after the redundancy, however, as most of the older displaced workers 
were disadvantaged because of their age when seeking re-employment. 
Many older workers (over 50 years), both male and female, complained 
of employer prejudice and the consequent difficulty in finding 
alternative employment. The age discrimination practised by employers 
is related to the wider societal prejudice against older people. 
Although many of the interviewed had high levels of skill, education 
and experience, they were often unemployed for periods of six months 
to one year after the termination of employment. 
Attitudes towards Work 
Work was of central importance to the retrenched regardless of 
whether they had a strong sense of occupational identity, and their 
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attitudes to work shaped their views on other aspects of their lives. 
The type of attitude the interviewed had to work gave an indication of 
the nature of their workplace and the way in which they would respond 
to the redundancy. The findings on respondents' general attitude to 
work are outlined below. 
The Importance of Work 
In order to ascertain whether employees' attitudes to work had 
undergone any change as a result of their experience, their views on a 
range of factors commonly considered to be important in a job were 
sought. Respondents were specifically asked whether these factors had 
become more or less important as a result of their retrenchment. 
Table 3.1 presents the percentage of the different occupational groups 
who stated that particular aspects of work were more important to 
them. 
TABLE 3.1 
ASPECT OF WORK CONSIDERED MORE IMPORTANT AFTER RETRENCHMENT 
BY OCCUPATIONAL SKILL CATEGORY 
Occupational Category 
^ r- r- .^.-1-11 Semi-
vc T ^ ^ Staff Skilled , .,, , 
More Important skilled 
/o /o /o 
(n = 50) (n = 63) (n = 63) 
Good pay 22.0 30.0 38.0 
Job security 48.0 65.0 71.0 
Interest and variety 54.0 42.0 28.0 
Overtime 0.0 13.0 14.0 
Strong trade union 6.0 9.5 24.0 
Good management relations 32.0 38.0 46.0 
Note: Rounded to nearest percentage. Respondents supplied more than 
one answer to this question. 
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The retrenchment did have an impact on the respondents' general 
attitudes towards work, which differed according to the status of the 
employee. Better job security was given the highest priority by the 
manual groups, while the white collar employees emphasised the 
importance of an interesting and variable job (i.e. intrinsically 
satisfying aspects of work). In contrast to the white collar workers, 
the semi-skilled workers stressed the importance of good pay and 
amicable relations with management. (These conditions were already 
taken for granted by most of the staff employees within the work 
organisation.) 
The above results show that the respondents' attitude to work 
changed significantly, although they did not indicate what aspect of 
work was now more important. The findings are shown in Table 3.2. 
TABLE 3.2 
MOST IMPORTANT ASPECT OF WORK FOR THE RETRENCHED 
(Column Percentages) 
Occupational Category 
Aspect of Work 
Good pay 
Job security 
Interest and variety 
Strong trade union 
Good management relations 
Staff 
(n = 50) 
10.0 
40.0 
40.0 
0.0 
10.0 
Skilled 
(n = 63) ( 
49.0 
37.0 
14.0 
0.0 
0.0 
Semi-
skilled 
n = 63) 
52.0 
32.0 
8.0 
5.0 
3.0 
Note: Rounded to nearest percentage. 
Not surprisingly, good pay was given first priority by nearly 
two-fifths of the sample. Considerable differences emerged between 
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the manual groups and the staff workers, however, with around one-half 
of the former and only one-tenth of the latter giving good pay highest 
priority. Job security was rated second in importance and, on this 
issue, the differences between the groups were less apparent. 
Overall, the major difference which emerged was that a 
significant number of white collar employees, and only a small 
percentage of workers from the other occupational categories, wanted a 
job that was interesting and variable, and this finding accords with 
other research in the sociology of work. Employment is far more 
likely to be part of the white collar worker's identity and the 
intrinsic interest of a job will, therefore, be of paramount concern. 
Conversely, studies have consistently shown that manual workers place 
greatest priority on extrinsic factors, such as pecuniary advantages, 
which was also the finding in this study. 
The emphasis placed on the intrinsic aspects of work by the white 
collar workers and the extrinsic aspects by the blue collar workers, 
is also evident in Table 3.3. 
TABLE 3.3 
INTRINSIC WORK SATISFACTION BY OCCUPATIONAL CATEGORY 
(Column Percentages) 
Q. "What I do at Occupational Category 
work is more 
important than 
the money I 
earn" 
Agree 
Neutral 
Disagree 
Staff 
(n = 
60, 
16, 
24, 
50) 
.0 
.0 
.0 
Ski: 
(n = 
52 
5 
43 
Lied 
63) 
.0 
.0 
.0 
Semi-
skilled 
(n = 
27 
11 
62 
63) 
.0 
.0 
.0 
Note: Rounded to nearest percentage. 
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The above table reveals that work commitment and occupational 
identity were the most important factors for the staff employees, 
60 per cent of whom agreed with the statement shown. It is also 
evident that the metal workers had a much stronger occupational 
identity than the semi-skilled workers. For a significant number of 
staff and skilled workers, therefore, employment was regarded as more 
than simply a means to an end. (A substantial minority emphasised the 
moral value of work.) There was some variation in the responses to 
this statement which can be attributed to age, as over half of the 
older group (over 50 years) and only two-fifths of those in the 
two younger age categories, agreed with it. In Martin and Fryer's 
study (1973), a narrow majority of manual workers (51 per cent) and a 
substantial majority of non-manual workers (63 per cent) said they 
would prefer an interesting job with less money. Consequently, these 
results are in accord with the findings of the present research. 
All occupational groupings strongly approved of the sentiment 
expressed in the following statement: "The enjoyment of leisure is 
what makes life worthwhile." However, there is a consistency with 
this finding and that shown in Table 3.3 as, although the percentage 
of respondents expressing agreement from all groupings was high in 
this case, the level of approval declines as the occupational status 
of the group ascends (70 per cent of staff employees, 78 per cent of 
the skilled tradesmen, and 86.0 per cent of the semi-skilled workers 
agreed). Again, the importance of work for the semi-skilled workers 
is related to the extent to which it facilitates leisure activities. 
Only very small differences between the age categories were apparent 
with regard to the above statement on leisure. 
The differences between the occupational groups, with regard to 
the priority they placed on intrinsic aspects of work, were closely 
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related to their commitment to work and the concept they held of the 
work ethic. In Table 3.4, the statement, "If it was financially 
possible for me to comfortably retire, I would do so," attempted to 
ascertain how deeply entrenched the work ethic was among the 
retrenched workers. 
TABLE 3.4 
WORK COMMITMENT BY OCCUPATIONAL CATEGORY 
(Column Percentages) 
Q. "If it was 
financially 
possible for me 
to retire 
comfortably I 
would do so" 
Agree 
Undecided 
Disagree 
Occupational Category 
Staff 
(n = 50) 
66.0 
6.0 
28.0 
Skilled 
(n = 63) 
64.0 
6.0 
30.0 
Semi-
skilled 
(n = 63) 
73.0 
10.0 
17.0 
Total 
(n = 176) 
68.0 
7.0 
25.0 
Note: Rounded to nearest percentage. 
Surprisingly, the responses to the above statement showed that 
the majority of retrenched workers (68 per cent), both manual and 
non-manual, said they would discontinue work and retire if it were 
possible to do so. The commitment to employment was lowest among 
semi-skilled workers, with only 17 per cent stating they would 
continue to work; however, the overall differences between groups were 
not very significant. Although most of the interviewed expressed 
satisfaction with their present employment, the retrenchment had 
obviously resulted in a disillusionment with work, as between 
two-thirds and three-quarters of the sample said they would prefer to 
retire in comfort. This finding contrasts with other studies which 
have measured the commitment to work or the strength of the work 
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ethic. For example, the early study by Morse and Weiss (1955) found 
that 80 per cent of the men sampled said they would continue working. 
Williams' (1983) more recent research reports a similar result, with 
72 per cent of the interviewed wanting to continue with their 
employment. Both studies discovered that there was less commitment to 
work among the unskilled. Similarly, Martin and Fryer (1973), in a 
survey of retrenched workers from a textile firm, showed that 
65 per cent of the manual, and 73 per cent of the non-manual workers, 
were committed to their job. 
TABLE 3.5 
WORK COMMITMENT BY AGE 
(Column Percentages) 
Q. "If it was 
financially Age Category 
possible for ,, , , r, / r ^ Total 
^ Under 40-45 Over me to retire 
comfortably I 
would do so" 
40 Years Years 55 Years 
(n = 54) (n = 63) (n = 59) (n = 176) 
Agree 
Undecided 
Disagree 
70.0 
2 .0 
28.0 
59.0 
9.0 
32.0 
74.0 
11.0 
15.0 
68.0 
7.0 
25.0 
Note: Rounded to nearest percentage. 
Another unexpected result was the small difference in the 
responses of the age groups, as shown in Table 3.5. Equally as 
surprising was the fact that the youngest workers (under 40 years), 
for whom a higher work commitment would be expected, were as willing 
to retire as the older workers (over 55 years) (70 per cent and 
74 per cent respectively). This result may reflect the strong sense 
of disillusionment with work which the younger respondents experienced 
following their retrenchment. The replies to the general statement. 
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"My work is a major source of satisfaction in my life," support this 
view: many respondents in the two older age groups strongly agreed 
(75 per cent) whereas the younger respondents were only moderately 
supportive (51 per cent). Retrenchment, and the associated loss of 
promotional prospects within the organisation, were new and traumatic 
experiences for many of the younger workers. 
PART TWO - THE RE-EMPLOYMENT EXPERIENCE OF THE RETRENCHED WORKER 
Introduction 
The second part of this chapter focuses on the various ways in 
which the redundancy affected the subsequent employment prospects of 
the people who were retrenched. As will be outlined in Chapter 4, the 
post-redundancy experiences varied among the people interviewed: some 
had an extended period of continuous employment, while others decided 
to retire early or simply withdrew from the active labour force. The 
majority of the retrenched did, however, find another job, and it is 
the post-redundancy employment experiences of this group which will be 
dealt with in this section. 
At the time of the interview, most of those who had regained 
employment (86 per cent) had worked at only one job since the 
redundancy. Of those who had held more than one job, the overwhelming 
majority reported having had casual or short-term employment before 
obtaining their current position, and very few reported having had 
more than two jobs. In view of this similarity in employment 
experience, it was inappropriate, in this study, to analyse the job 
search strategies adopted by the single job holders and job changers. 
Redeployment, or mobility through the labour market, occurs in 
different ways - occupationally, industrially and geographically -
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and these usually occur simultaneously. Given the relative decline in 
employment in manufacturing, it was important to ascertain if the 
retrenched who subsequently found employment did so in new and 
expanding sectors of industry, or if they found it difficult to obtain 
work outside their industry because of the nature of their skills and 
past work experience. 
In this study, the type of job which the retrenched workers 
obtained was largely determined by occupational preference, method of 
search, area of search and, importantly, the structure of 
opportunities available in the locality. The majority of the 
retrenched were looking for jobs similar to the ones they held 
previously, and a minority were prepared to accept any type of 
employment. 
Changes in Occupation 
The following breakdown of the post-retrenchment occupations of 
the displaced (in Table 3.6) shows the number of workers who obtained 
the same type of position as the one they held in their previous 
employment and the number who found dissimilar jobs. Information on 
the number who were unemployed or not in the labour force (NILF) is 
also provided. 
The findings on occupational status change following the 
retrenchment were as follows: 
Staff employees - seven were now in semi-skilled positions, 
one was in a skilled position and one was self-employed. 
Skilled eiiq)loyees - nine were now in semi-skilled positions and 
three were self-employed. 
Unskilled/semi-skilled employees - one was now in a skilled 
position. 
Of the 127 who were re-employed, the great majority 
(82.7 per cent) obtained a similar position to the one they had at 
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TABLE 3.6 
PRE- AND POST-RETRENCHMENT LABOUR MARKET STATUS OF STAFF 
AND MANUAL EMPLOYEES 
(Numbers are in Brackets) 
Staff Employees 
Pre-redundancy 
position 
(previous 
employment) 
Clerk (30) Supervisor (10) Manager (10) 
Post-redundancy 
position 
(present or 
last position) 
Clerk (11) 
Car attendant (1) 
Catering 
manager (1) 
Labourer (1) 
Typist (2) 
Bank teller (1) 
Unemployed 
NILF^ ^ (13) 
Supervisor (1) 
Cleaner (1) 
Self-employed 
(earth-
moving) (1) 
Labourer (1) 
Welder (1) 
Fitter (1) 
Unemployed and 
NILF (4) 
Manager (4) 
Government 
clerk (1) 
Unemployed and 
NILF (5) 
Maniial Employees 
Pre-redundancy 
position 
(previous 
employment) 
Assembly 
worker (20) 
Meatworker (43) Metal trades 
person (63) 
Post-redxindancy Assembly 
position 
(present or 
last 
employment) 
(1) 
worker (2) 
Welder (2) 
Truckdriver 
Cleaner (2) 
Bus driver (1) 
Caretaker (1) 
Unemployed and 
NILF (11) 
Meatworker (34) 
Butcher (1) 
Wardsman (1) 
Cleaner (1) 
Office 
assistant (1) 
Shop 
assistant (2) 
Labourer (1) 
Unemployed and 
NILF (2) 
Metal trades (37) 
Self-employed (3) 
Salesman (1) 
Pool 
technician (1) 
Coach 
assembler (1) 
Truckdriver (1) 
Labourer (1) 
Process 
worker (3) 
Chemical 
production 
worker (1) 
Unemployed and 
NILF (14) 
*NILF = Not in labour force. 
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their previous place of employment. For example, of the 63 tradesmen, 
only 12 were re-employed in a different occupation. Similarly, only 
six of the 30 clerks obtained a different type of position and only 
seven of the 43 meatworkers ventured outside the meatworks industry. 
Conversely, the supervisors and production assembly workers 
reported having been employed in different types of occupations in 
their present or last job. Only one supervisor subsequently gained a 
foreman's position, and only two assembly workers regained employment 
in the vehicle building industry. Of all employee groups, workers 
from these two occupations had the least specific skills or trade, and 
there were few vacancies available in the vehicle building industry. 
Consequently, these workers experienced considerable downward mobility 
and were forced to seek employment in a different area. 
Only a small proportion of the employees with more specific job 
skills gained employment in a different occupation (one-sixth of the 
meatworkers [16.3 per cent] and nearly one-quarter [23.7 per cent] of 
the clerks). Overall, there was only a small amount of occupational 
mobility, which suggested that few opportunities for alternative forms 
of employment existed. Other studies (Curtain, 1985:23; Parker, 
1971:103) have also shown that the extent of occupational mobility is 
limited. 
A downward trend for occupational mobility was apparent in the 
sample as a whole. For example, three out of ten former supervisors 
had occupied iinskilled positions and one of the six clerks had 
obtained a semi-skilled position. Nearly one-fifth of the metal 
tradesmen had entered semi- or unskilled positions, with only 
one person having improved his status (a junior clerk who becaime a 
catering manager after the retrenchment). For the female clerks, 
downward mobility predominated, as several women found only part-time 
clerical work and two obtained typing positions. 
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Few of the new jobs requiring a change in occupation were 
obtained by workers over the age 51 years (22.6 per cent), while 
42 per cent of the different occupations were filled by employees 
under 41 years of age. Since the overwhelming majority of these jobs 
were of lower occupational status, it can be concluded that it was the 
younger employees who suffered a drop in occupational status. 
Redundancy studies which examine subsequent changes in job 
status, report that occupational mobility mostly tends to be 
downwards. For example, Wedderburn (1965:92) found that at least 
23 per cent of the skilled men from Faverdale workshop, and 
44 per cent from Gorton workshop, had moved into semi-skilled or 
unskilled jobs. A similar level of decline in the occupational status 
of the interviewed in Mackay's (1971) research is also evident, with 
just over half of the skilled workers having obtained employment of 
similar status. Other studies have, however, shown a less dramatic 
decline in status. For example, Parker (1969) found that 
three-quarters (74 per cent) of the skilled workers in his study moved 
into jobs of equal skill, and Herron (1975:85), in his comparison of 
the occupational status distribution at the shipworks before and after 
the redundancy, showed there was a 10 per cent drop in skill status. 
Like the British research, Australian studies have found a 
general decline in occupational status after redundancy. The study of 
retrenchment at Tooth's Brewery in Melbourne, by Deery et al. (1986), 
reported that the percentage of skilled workers dropped from 
42 per cent to 32 per cent of the sample after the redundancy. 
Another Australian study by Curtain (1985) showed that nearly 
one-third of the skilled and staff employees experienced downward 
mobility. 
The information in Table 3.7 reveals a similar trend to the 
research discussed, with almost a 50 per cent decrease in the white 
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collar group after redundancy and a substantial increase in the 
semi-skilled group. Consequently, the findings of this research, that 
one of the costs of the redundancy was an overall drop in the 
occupational status of the respondents, are in accord with the results 
. , .^ 12 of other studies. 
TABLE 3.7 
OCCUPATIONAL STATUS CHANGE OF RETRENCHED EMPLOYEES 
(Coliimn Percentages) 
Before 
Redundancy 
(n = 176) 
28.4 
35.8 
35.8 
0.0 
After 
Redundancy 
(n = 127) 
15.0 
30.7 
51.2 
3.1 
Staff 
Skilled 
Semi-skilled/unskilled 
Self-employed 
Changes in Industrial Sector 
Workers usually try to obtain re-employment in the same or an 
allied industry for the obvious purpose of utilising their specific 
skills. However, re-employment in the same industry, if it happens to 
be declining, may be very difficult to obtain. Wooden (1987:37) 
contends that the greater the likelihood of finding re-employment in 
the same industry, the less likely it will be that deskilling and 
occupational downgrading will occur. This theory is supported by the 
study of Kaufman (1982), who found, among professional employees, that 
most workers re-employed in their usual field preferred their new job. 
The literature on redundancy with regard to subsequent 
re-employment in the same industry, varies considerably, because some 
case studies have revealed that retrenched workers were subsequently 
rehired by the same company or plant, as was the case in the present 
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research with regard to T.A. Field. Conversely, other studies 
indicate that few employees return to an industry that is in a state 
of decline. For example, Kahn's (1964) investigation of recession in 
the car industry in the British Midlands found that as many as 
60 per cent of the employees returned to the motor vehicle industry, 
while Herron (1975) explains that the reason only one-quarter of the 
retrenched returned to the shipyards in Scotland was due to the rapid 
decline of that industry. Similarly, the American study of Stern 
(1969) notes that only one-quarter (24 per cent) of the Armour 
meatworkers foiind jobs in the meat industry. 
How do the results of the present study compare with those of 
other studies on industrial mobility? The present research found 
43 per cent of the retrenched returned to the same industry, which is 
13 half-way between the contrasting results of Kahn and Herron. 
Industrial mobility was, therefore, quite extensive among the 
interviewed who regained employment after the redundancy, with most of 
the retrenched finding employment outside the pre-redxindancy industry, 
as shown in Table 3.8. 
The major industrial destinations of the manual workers were in 
the "Food, beverages and tobacco", "Building and construction", and 
"Engineering and other manufacturing" industries. The non-manual 
workers generally found employment in several new industries, such as 
"Recreation", "Personal and other services", "Public administration" 
and "Financial services". 
Because of the decline in the metal, whitegoods and vehicle 
building industries in Queensland, the retrenched were more likely to 
find work outside their previous industry. The industries which 
experienced large-scale retrenchment or closure are usually declining 
or have a shrinking industrial base. Therefore, many displaced 
workers have little choice but to seek employment in other industries. 
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TABLE 3.8 
INDUSTRY SECTOR LOCATION CHANGE OF RETRENCHED EMPLOYEES 
(Column Percentages) 
Employment 
(Industry Sector 
Whitegoods 
Vehicle building 
Fabricated metal 
Engineering 
Other manufacturing 
Food, beverages and 
•) 
tobacco 
Before 
Redundancy 
(n = 176) 
16.0 
49.4 
4.5 
5.6 
0.0 
24.5 
After 
Redundancy 
(n = 127) 
0.0 
3.1 
3.1 
9.5 
13.4 
27.5 
Electricity, gas, water 
Chemical, petroleum and coal 0.0 1.6 
Building and construction 
Transport, storage and 
communication 0.0 15.0 
Wholesale and retail trade 
Textiles, clothing and footwear 0.0 5.5 
Public administration 
Finance, recreation, personal 
and other services 0.0 21.3 
Geographic Mobility 
Studies of large-scale redundancy reveal a marked reluctance by 
displaced workers to move to jobs outside their immediate journey to 
work areas, that is, a move that would involve shifting house. A 
willingness to look for employment outside the local labour market is 
another indicator of the effectiveness of the job search. 
The results of this study are no exception to the widespread 
finding of the redundancy literature, which reveals a lack of 
willingness on the part of workers to relocate geographically because 
of financial commitments or constraints, family ties or a preference 
for the local area. None of the employees was offered retraining by 
the company that had retrenched them and very few were given genuine 
or specific transfer offers. For example, the vast majority of the 
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GMH employees disregarded the GMH offer of a transfer for "anyone 
interested in shifting south" because this was seen simply as a public 
relations exercise by GMH and workers were well aware of the 
retrenchments and high unemployment in Victoria and South Australia. 
None of the small number of the interviewed, who expressed interest in 
this offer, received a satisfactory reply from the company. 
In addition to the GMH workers, there were only two moulders from 
Commsteel who were offered alternative employment at another plant in 
Ipswich; both rejected the offer because of the significant travelling 
the new job would have entailed. A minority of the workers 
(12.5 per cent) did, however, take the company's offer of a transfer 
seriously, although few actually made enquiries. The replies by 
employees as to whether they were offered transfers by the company are 
shown in Table 3.9. 
TABLE 3.9 
OFFER OF JOB TRANSFER BY OCCUPATIONAL STATUS 
(Column Percentages) 
Occupational Status 
Offered a Transfer Total 
Staff Skilled Semi-
skilled 
(n = 50) (n = 63) (n = 63) (n = 176) 
Yes 
No 
16.0 
84.0 
17.5 
82.5 
4 .8 
95.2 
12.5 
87.5 
Respondents who stated they had been offered a transfer were then 
asked why they had not accepted. The most frequent response to this 
question was that they did not want to shift from Brisbane. Some 
replied that it would have been too big a drop in salary, while others 
complained that the job offer was too vague. 
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This reluctance to consider "shifting house" from Brisbane was 
typical of the great majority of the interviewed, as is evident in the 
findings of Table 3.10. Only 15 per cent of the displaced employees 
had considered shifting, and most of these were white collar 
employees. Research on labour mobility shows white collar workers are 
more mobile than blue collar workers (Gerdus, 1981; Foltman, 1968; 
Martin and Fryer, 1973). 
TABLE 3.10 
ATTITUDE TO GEOGRAPHIC RELOCATION FOR EMPLOYMENT 
BY OCCUPATIONAL STATUS 
(Column Percentages) 
Occupational Status 
Considered Moving Total 
to New Area c^. <:jr ci • n j Semi-Staff Skilled ,.-,-, •, 
skilled 
(n = 50) (n = 63) (n = 63) (n = 176) 
Yes 32.0 6.3 9.5 14.8 
No 68.0 93.7 90.5 85.2 
The greater mobility of white collar employees is partly due to their 
better working conditions and stability of employment, which makes 
shifting house a more feasible proposition; in addition, white collar 
workers are better informed on the availability of jobs outside the 
local region. 
The few studies, for example Lipsky (1970), that have looked at 
unemployed women and labour mobility show that women are less mobile 
than men. The present study is no exception, with no women stating 
they considered leaving the Brisbane/Ipswich area. 
Willingness to relocate, therefore, does vary according to 
factors such as skill, sex and age and, as would be expected, the 
young were more favourably disposed towards moving than the old; only 
two men over the age of 51 would consider leaving their local region 
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for new employment. Older workers have stronger economic and social 
ties to the community and are, consequently, often reluctant to shift. 
Lipsky (1970) found older workers were less likely to become involved 
in an intra-company transfer than younger workers. 
Why were the retrenched workers so immobile? The majority said 
that they preferred living in Brisbane or Ipswich to living elsewhere. 
A detailed investigation of the importance of kin, friends and 
commimity for the retrenched is outside the scope of this study. The 
results are not surprising considering that most of the people 
interviewed had limited skills and job aspirations. For example, 
meatworkers are a labour force whose occupational skills, experience 
and qualifications are specific to one industry and who are located in 
a labour market (Ipswich) with little diversity and high unemployment. 
These circumstances differ from those prevailing in the metal industry 
in Brisbane; while the manufacturing industry might be declining, 
there does remain a greater diversity of occupational opportunities 
for the metal workers in the local labour market of Brisbane, although 
jobs were scarce at the time of interviewing. 
The findings of the present study support the results of studies 
on labour mobility, both locally and overseas. Smith (ACOSS, 1978), 
in her investigation into labour mobility, found only 10 per cent of 
the interviewed were willing to travel more than one hour to work, and 
many would look for work only within a local area comprising a few 
suburbs within the metropolitan area of Sydney. An even poorer 
response is reported in Curtain's research (1985), in which only 
one person indicated employment as the reason for moving. In 
Curtain's view, the low level of mobility was all the more notable 
"when the low level of home ownership is taken into account among the 
younger men (of those aged 25 to 34 years only 25% were home owners). 
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the physical inability to find other work was very limited". In 
another Australian study, Deery et al. (1986) found that, for those 
still unemployed nine months after termination, the majority were not 
prepared to move to another location to secure work, with only 
14 per cent prepared to shift outside of Melbourne and 8 per cent 
outside the state. 
The overseas research on geographic mobility is very similar in 
its conclusions to the Australian studies. For example, in the United 
States, Foltman's study reveals the greater willingness of white 
collar workers, compared with blue collar workers, to shift interstate 
for new employment. Nearly one-quarter of the white collar employees 
were prepared to leave the state of New York for a job, compared with 
only one-tenth of the blue collar workers. British studies 
(Wedderburn, 1965; Kahn, 1964) also report small percentages of 
workers willing to move from home. 
Herron (1975:48) is one British writer who is critical of the 
approach of many manpower studies, which place the onus upon the 
worker to be mobile and thereby help facilitate a restructuring of 
industry. He states: 
We can see that while substantial numbers had thought of 
moving many were not prepared to sacrifice their social and 
family relationships to take up a job elsewhere. We must 
recognise, however, that the men had no firm prospects of 
work away from home. Consequently one must strongly qualify 
the idea of equating their attitude towards mobility with 
their work situation. 
Criticisms of the immobility of the worker overlook the fact that 
this reluctance often stems from such diverse factors as the cost of 
shifting and that there are often no guarantees of permanence in the 
new job. Other factors include the importance of the spouse's work or 
the needs of the children of the family and the reluctance to leave 
friends and relatives for an uncertain future in another location. 
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In summary, the labour economists have overlooked the importance 
of community needs through their emphasis on monetary returns for work 
amongst displaced employees. They have also overlooked another 
important aspect affecting mobility after retrenchment: the fact that 
redundancy undermines the confidence of the worker, and mobility is 
dependent on confidence. Therefore, in the short term, the redundancy 
will result in more conservative, not innovative, decisions being 
taken by the employee with regard to future employment. Further, 
criticisms of the "immobile" worker overlook the fact that most 
studies do not consider whether non-respondents were willing to 
relocate. It seems likely that redundancy studies could be 
underestimating the mobility of people after retrenchment. 
Finally, redundancy payments did not make any contribution to 
increasing the flexibility of the labour market by stimulating 
geographical mobility. Those who received the highest payments, 
primarily the older workers, were the least likely to move. This is a 
problem in the formation of public policy on redundancy, because 
Parker et al. (1971) argue that, in addition to the issues of social 
justice or securing the co-operation of labour in rationalisation 
schemes, a major reason for having the Redundancy Payments Scheme in 
Britain was that it enabled workers to move in search of new jobs. 
Martin and Fryer (1973), however, cite research showing that British 
workers were immobile, regardless of the financial incentive or 
economic climate. For example, a government social survey report on 
labour mobility in Britain, for the period 1953-1963, states that only 
24.1 per cent of the labour force had moved house for job reasons and, 
of those who had shifted, only 17.7 per cent had moved more than 
30 miles. 
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Comparison of Employment 
This section examines the situation of workers who became 
re-employed after the closure or mass retrenchment and analyses their 
views on how their position has changed. The respondents were asked 
to make a comparison between their present or last job and their job 
at the firm from which they were retrenched, in relation to: 
earnings, skill, job satisfaction and security. 
Wage Comparison 
Many of the retrenched who were subsequently re-employed, 
experienced not only a decline in occupational status, but also a 
significant loss in wages. Because of the priority employees place on 
pay when evaluating a job, and also because the level of pay can be 
used as an objective measure of change in the work situation, it is 
important to ascertain the amount and direction of changes in 
earnings. 
When asked to compare their present wage (12 to 15 months after 
redundancy) with that earned in the job they held before being made 
redundant, only a minority of workers (20.4 per cent) considered they 
were financially better off than in their previous job (see 
Table 3.11), and a majority (52 per cent) felt they were worse off. 
Staff employees appear to have been forced to accept jobs with lower 
pays than they were earning prior to the retrenchment. 
TABLE 3.11 
COMPARISON OF WAGES ACCORDING TO SKILL 
(Column Percentages) 
Staff 
(n = 28) 
22.2 
11.1 
66.7 
Skilled 
(n = 49) 
20.4 
16.3 
63.3 
Semi-
skilled 
(n = 50) 
19.6 
47.1 
33.3 
Total 
(n = 127) 
20.4 
27.6 
52.0 
Better off 
The same 
Worse off 
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Over two-thirds of the above said they were worse off financially in 
their new employment. The situation is very similar with regard to 
the retrenched metal-workers, while approximately only half as many 
semi-skilled workers described themselves as being worse off. This 
difference is related to the fact that many meatworks employees 
returned to the Bremer River Meatworks and described the conditions as 
very similar to those under T.A. Field management. The higher skilled 
groups experienced a greater loss of earnings, ranging, in many cases, 
from $50 to $100 per week. Martin and Fryer (1973) also found that 
higher skilled groups suffered a large decline in income, with 
53 per cent of the white collar workers stating they earned less, as 
against 44 per cent of the manual workers. 
Most research studies have found that displaced workers 
experienced a significant loss of income. Herron (1975), who closely 
examined the difference in pay between shipbuilding jobs at Clydesdale 
and workers' new jobs, detected an overall deterioration in wage rates 
across all occupational statuses. Martin and Fryer (1973), when 
comparing the re-employment experience of the voluntary leavers and 
the redundant workers from a textile mill, revealed a trend that has 
been supported in several other studies: that the former earn more 
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and the latter earn less in their new employment. 
Many of the overseas studies have also found that wage and salary 
reductions were prevalent among older workers; however, in the present 
research, only a marginal difference between the age groups was 
apparent, with those under 40 appearing to have a slight advantage. 
In Australia, only one-sixth of the employees retrenched in the 
brewery study of Deery et al. (1986:189) said their pay was better in 
the new job, and Ireland (1980) similarly reported large losses in 
wages for the displaced GMH employees at Pagewood. This reduction 
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in earnings is not surprising as, frequently, the loss of a job 
effectively means that a worker has to start again at the bottom of 
the organisational hierarchy. When commencing new employment, the 
displaced employee loses security, status and the higher wages 
associated with long-term company service. Many of the workers who 
were displaced from the manufacturing sector found employment in the 
service sector or took jobs requiring less skill. These changes 
inevitably resulted in a reduction in wages or salary. 
Skill Comparison 
Most of the retrenched employees did not believe there had been 
any significant changes in their job in the few years before the 
retrenchment that could be attributed to changes in technology or 
re-organisation, and concluded therefore, that the skill level of 
their job had remained the same. Only a small percentage 
(19 per cent) of the respondents reported any change in their skill 
level, and Table 3.12 reveals that, within this small number, nearly 
twice as many workers as those who claimed a rise in their skill level 
felt there had been a decline in their occupational skills. 
TABLE 3.12 
CHANGE IN SKILL LEVEL IN PRE-REDUNDANCY JOB DUE TO TECHNOLOGY 
OR RE-ORGANISATION 
(Column Percentages) 
Ski 
More 
The same 
Less 
.11 Staff 
(n = 18) 
27.8 
22.2 
50.0 
Skilled 
(n = 13) 
38.5 
0.0 
61.5 
Semi-/ 
Unskilled 
(n = 2) 
50.0 
50.0 
0.0 
Total 
(n = 33) 
33.3 
15.2 
51.5 
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However, the situation is quite different if specific 
occupational groups are examined. The changes are almost entirely 
related to the clerical workers at GMH and the skilled metal tradesmen 
outside the GMH study. In both cases, the majority of those affected 
felt that the introduction of new computerised technology had led to a 
simplification and routinisation of their work tasks. 
An important indication of a decline in employment conditions is 
a shift in employment status from permanent full-time to 
part-time/casual. The working conditions of the retrenched workers 
generally deteriorated after obtaining re-employment, as 10 per cent 
regained only part-time work, and the percentage of workers employed 
on a casual basis increased from 24 to 44 per cent. In a few cases, 
however, the interviewed admitted they preferred having a part-time or 
casual job. 
The re-employed workers' views on their present skill level, in 
comparison with that of their pre-redundancy job, is shown in 
Table 3.13. 
TABLE 3.13 
COMPARISON OF THE SKILL LEVEL OF THE PRESENT OR LAST JOB WITH THAT 
OF THE PRE-REDUNDANCY JOB 
(Column Percentages) 
Skill 
More 
Same 
Less 
Not sure 
Level Staff 
(n = 28) 
10.7 
46.4 
39.3 
3.6 
Skilled 
(n = 49) 
2.0 
75.5 
22.5 
0.0 
Semi-/ 
Unskilled 
(n = 50) 
6.0 
68.0 
18.0 
8.0 
Total 
(n = 127) 
5.5 
66.1 
24.4 
4.0 
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The white collar employees state, more frequently than the other 
groups, that they suffered a decline in job skills, with nearly 
40 per cent claiming there had been a deterioration. This outcome is 
understandable, as a substantial number were forced to take employment 
which had a far lower occupational status and income, particularly the 
supervisors. The percentage of semi-skilled employees (18 per cent) 
who also reported a decline in their skill was less than half that of 
the white collar employees, partly because the semi-skilled workers 
were less likely to experience a downward skill shift because of the 
relatively low level of their pre-redundancy position. This latter 
point needs to be taken into account when considering the total shift 
in skill levels. Obviously, the downward shift will be more dramatic 
for the staff and skilled employees. Overall, in terms of skill 
levels, 66 per cent of those who became employed after the redundancy 
found a job which was roughly the same level as their former job; 
24 per cent experienced a decline in their occupational skills; and 
just over 5 per cent felt their occupational skill level had risen. 
The downward shift in skill level experienced by the redundant 
workers in this study follows a similar pattern to the findings of 
other studies. The British study of unemployment by Sinfield (1981) 
shows, with respect to the long-term unemployed, that the skill level 
of the new job is more likely to be lower than for the previous job, 
and most studies support this finding. Notable among the British 
studies is the very large project on redundancy undertaken by Parker 
(1971:105) for the Department of Employment. In that study, when 
respondents were asked whether their new position required more or 
less skill, 22 per cent said it needed more and 36 per cent said it 
required less. 
The Australian studies also show a pattern of decline in skill 
level for retrenched workers. For example. Curtain (1985) states that 
143 
"many - 42% replied that the skill level required in their present job 
was lower, 37% said about the same and 21% said the skill level was 
higher." There are, however, exceptions to this general trend. 
Herron (1975:95) discovered that, when the sample was taken as a 
whole, the skill loss which some workers felt they had suffered was 
balanced by the gain which others thought they had experienced. In 
addition, more recent studies by the National Institute of Labour 
Studies (Wooden and Sloane, 1987; Kriegher and Sloane, 1986:30) have 
not found any evidence of a downward slide in skill levels. The 
Wooden and Sloane research shows that only 10 per cent of the 
respondents from Hoadley's Chocolate Factory experienced a rise in 
occupational status level, but 43 per cent stated that their skills 
were better utilised in their current job. The study by Kriegher and 
Sloane also found that workers' present skill levels were higher than 
when they were employed at the Sterling Clothing firm. One factor 
which may explain these findings is that the sample in both studies 
comprised a majority of relatively low skilled employees. 
Consequently, there was a greater chance that more workers would 
improve their skills and a lower likelihood that their skills would 
decline. 
Job Satisfaction 
Overall, the displaced workers generally felt satisfied with 
their former job. More than four of the five respondents felt 
satisfied or very satisfied with their pre-redundancy job, while only 
three out of five respondents were satisfied with their new job. 
Table 3.14 presents the findings on job satisfaction with regard to 
both the present and previous employment. 
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TABLE 3.14 
JOB SATISFACTION OF RETRENCHED EMPLOYEES BY SKILL LEVEL 
(Column Percentages) 
Job 
Pre-redundancy Job 
(Previous Employment) 
Very satisfied/ 
satisfied 
Dissatisfied/ 
very dissatisfied 
n (= 100%) 
Post-redundancy Job 
(Present or Last 
Employment) 
Very satisfied/ 
satisfied 
Dissatisfied/ 
very dissatisfied 
n (= 100%) 
Staff 
86.0 
14.0 
(50) 
50.0 
50.0 
(28) 
Skilled 
82.5 
17.5 
(63) 
65.3 
34.7 
(49) 
Semi-
skilled 
79.3 
20.7 
(63) 
58.0 
42.0 
(50) 
Total 
82.4 
17.6 
(176) 
59.0 
41.0 
(127) 
The pre-redundancy job table indicates that the level of job 
satisfaction increases when the status of the occupation is higher; 
although, in the present study, only a marginal difference between the 
semi-skilled response (79.3 per cent) and the staff response 
(86.0 per cent) was found. There is, however, a sharper difference 
between these two groups when the "very satisfied" replies are 
examined. Among the white collar workers, 20 per cent felt very 
satisfied with their former workplace, but less than 10 per cent of 
the semi-skilled manual workers felt this way. 
A reversal of the previous position, with regard to satisfaction 
with the employment obtained since the redundancy, is apparent from 
the above table. The staff employees express the greatest 
dissatisfaction, with half stating they were not pleased with their 
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new position. The reason for this group's dissatisfaction was that it 
suffered the greatest decline in work conditions and salary, 
particularly the supervisors. Daniel's (1972:69) research on 
retrenched employees at Woolwich in England also found lower overall 
job satisfaction among the managerial workers with regard to their new 
employment. 
Because the social cost of the redundancy was of primary interest 
in the study, the investigation of job satisfaction attempted to 
ascertain how the interviewed had adjusted to the change in job, 
particularly the older workers. It was found that this group 
experienced more stress and feelings of insecurity following the 
change in job than the younger categories. 
A niimber of difficulties may be encountered in attaching too 
strict an interpretation to the notion of "satisfaction". Respondents 
may attribute different meanings to this term, as some might use it to 
describe a job which they find only tolerable and others might 
consider it equates with enthusiasm for the job. In this study, 
however, the term was used comparatively to determine the differences 
in respondents' views with regard to the pre-redundancy job and the 
present position. Further, because of the multifaceted nature of all 
employment, it is difficult to measure whether a job is better or 
worse than another and, therefore, the individual's view is an 
important measure. 
Expressions of satisfaction with the pre-redundancy job were, 
with little variation, numerous across all the age groups. The job 
expectations of the older retrenched workers appear to be lower than 
those of the younger workers, as the former show a higher level of 
satisfaction with the new employment. 
Many of the younger employees considered the retrenchment to be a 
severe blow or setback to their future career prospects. This view 
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was not only held by the white collar employees, as some of the 
skilled tradesmen gave a similar response. Consequently, the new job 
was frequently seen as a demotion. 
TABLE 3.15 
JOB SATISFACTION OF RETRENCHED EMPLOYEES BY AGE 
(Column Percentages) 
Pre-redundancy Job 
(Previous Employment) 
Very satisfied/ 
satisfied 
Dissatisfied/ 
very dissatisfied 
n (= 100%) 
Less than 
40 Years 
80.4 
19.6 
(56) 
Age 
41-50 
Years 
85.7 
14.3 
(63) 
More than 
50 Years 
79.0 
21.0 
(57) 
Post-red\mdancy Job 
(Present or Last 
Employment) 
Very satisfied/ 
satisfied 
Dissatisfied/ 
very dissatisfied 
n (= 100%) 
52.0 
48.0 
(48) 
59.6 
40.4 
(47) 
68.7 
31.3 
(32) 
Only a marginal difference in attitude can be detected between 
the sexes on the question of job satisfaction. More men (83 per cent) 
than women (74 per cent) expressed satisfaction with the job they held 
before being retrenched. The result is the reverse for the new 
employment situation, however, as exactly two-thirds of the women 
expressed satisfaction and only 58 per cent of the men did so. 
Studies on Job Satisfaction 
Most overseas research on job satisfaction and preference has 
produced similar results to the present study's with regard to the 
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lower overall rating given for satisfaction with the new job in 
comparison with the pre-redundancy position (Daniel, 1972; Parker, 
18 1969). In the present study, 40 per cent of the interviewed were 
dissatisfied with their new jobs, while the British study by Sams and 
Simpson (1968) found that approximately one-third of the interviewed 
were dissatisfied with their new jobs. In addition, the early 
research by Wedderburn (1965:114) found that half the railwaymen 
participating in the study were satisfied with their new position. 
In Wedderburn's study, additional questions were asked to 
determine the degree of attachment the railwaymen had to their new 
job. It was found that half the respondents would be willing to leave 
their present position for a small increase in wages (6d. an hour in 
1964). Further, more than half of those with new positions indicated 
they would be willing to shift back to their former job if it became 
available. This finding is relevant to the earlier discussion on the 
relative meaning of the term "satisfaction" when used in relation to 
attachment to work. 
Daniel (1972:69) stated that the reason workers consistently 
expressed a higher level of satisfaction with the old job could have 
been due, partly, to feelings of nostalgia for the former place of 
work, i.e. the "halo" effect. 
Australian research on job satisfaction has found that both 
positive and negative attitudes to the new employment are prevalent 
among respondents following a redundancy. For example, the survey by 
Curtain (1985) and research undertaken by the Department of Employment 
and Industrial Relations (1983) discovered that various aspects of the 
respondents' new employment, including job satisfaction, were viewed 
in a more negative way than for the old employment. The work of 
Wooden and Sloane (1987), Kriegher and Sloane (1986) and Connell 
(1981) has, however, obtained alternative findings. 
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Job Preference 
Given the respondents' negative attitude towards their new job, 
in comparison with their old, on the issue of job satisfaction, it is 
not surprising that the majority of the interviewed who obtained 
re-employment preferred their pre-redundancy job to their latest 
position. Table 3.16 shows that a total of 57.5 per cent of those 
interviewed preferred their former job, and less than 30 per cent 
preferred their latest position. 
TABLE 3.16 
JOB PREFERENCE OF RETRENCHED EMPLOYEES BY SKILL 
(Column Percentages) 
Skill Level 
Preference o^- ^ 4: ci • n j Semi- ^ ^ ^  Staff Skilled ,.-,-, :, Total 
skilled 
(n = 28) (n = 49) (n = 50) (n = 127) 
Pre-redundancy job 
Undecided/same 
Present or last job 
68.0 
3.5 
28.5 
53.0 
14.0 
33.0 
56.0 
16.0 
28.0 
57.5 
12.5 
30.0 
Note: Rounded to nearest half percentage. 
As some of the interviewed indicated that they took the first 
position that came along or said there was simply no choice, the 
preference for the job is to be expected. Others said they could not 
afford to "look around" for a more interesting or secure position, and 
several emphasised the virtues associated with simply having any job. 
Responses to the question of job preference were virtually 
identical for both sexes, with twice as many males and females 
preferring their former job to their new employment. If the stated 
job preference is considered according to the three age divisions, as 
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shown in Table 3.17, it appears that the younger workers were far less 
likely to prefer their new position than the two groups comprising 
older workers; although overall preference for the new job was quite 
small across all age groups, with only one in eight opting for the new 
job. 
TABLE 3.17 
JOB PREFERENCE OF RETRENCHED EMPLOYEES BY AGE 
(Column Percentages) 
Preference 
Pre-redundancy ; 
Undecided/same 
Present or last 
job 
job 
Less than 
40 Years 
(n = 
54, 
38, 
8, 
48) 
.0 
.0 
.0 
41--50 
Years 
(n = 
62, 
23, 
15, 
47) 
.0 
.0 
.0 
Agi a 
More than 
50 Years 
(n = 
56, 
28, 
16, 
32) 
.0 
.0 
.0 
All 
A. 
(n = 
57, 
30, 
12, 
127) 
.5 
.0 
.5 
Note: Rounded to nearest half percentage. 
The finding with regard to the younger workers is consistent with 
the results for job satisfaction, in that the younger employees were 
the least satisfied with their present job. This result further 
supports the view that younger employees saw the redundancy as a 
serious step backwards in terms of their career. 
What were the reasons for the respondents preferring either their 
old job or their new employment? The respondents were asked to select 
one reason for their preference from a list of 15, which were later 
collapsed into five major categories. The results are shown in 
Table 3.18. 
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TABLE 3.18 
REASON FOR JOB PREFERENCE ACCORDING TO SKILL LEVEL 
(Column Percentages) 
Reason for 
Preference 
Personal fu l f i lmen t 
Work condi t ions 
Job s e c u r i t y 
Pay 
Work r e l a t i o n s 
Staf f 
(n = 27) 
48.0 
18.5 
11.0 
18.5 
4 . 0 
Ski 
S k i l l e d 
(n = 42) 
28.5 
38.0 
5 . 0 
16.5 
12.0 
.11 Level 
Semi-
s k i l l e d 
(n = 42) 
17.0 
40.5 
2 . 0 
24.0 
16.5 
Al l 
(n = 111) 
29.0 
35.0 
5 .0 
20.0 
11.0 
Note: Sixteen respondents were undecided on reason for preference. 
"Work conditions" was the most frequently cited reason for 
preferring a particular job, followed by "personal fulfilment", and 
then "pay". It is interesting to note that a larger percentage 
(nearly half) of white collar employees gave "personal fulfilment" as 
their preference, while the blue collar employees more frequently gave 
"work conditions". On the other hand, a reasonable proportion of 
manual employees emphasised the importance of "work relations", 
whereas this was not the case for staff employees, who took for 
granted their better relationship with management. These differences 
are even more pronounced when responses are isolated on the question 
of why employees preferred their present job. Table 3.19 shows that 
all the skilled tradespersons fell half-way between the replies of the 
other two groups. These results confirm the validity of the 
stereotyped views held of the different occupations, with white collar 
employees emphasising the intrinsic interest of a job and blue collar 
workers placing more value on utilitarian aspects. The findings are 
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presented in Table 3.19, in which the categories are collapsed further 
into three main aspects of work. 
TABLE 3.19 
REASON FOR JOB PREFERENCE ACCORDING TO SKILL LEVEL 
(Column Percentages) 
IVtJ t lSVJ l l i-V^i. 
Preference 
Pre-redundancy Job 
Personal fu l f i lmen t 
Work cond i t i ons 
Finance and s e c u r i t y 
n (= 100%) 
Present or Last Job 
Personal fu l f i lmen t 
Work cond i t ions 
and r e l a t i o n s 
Finance and s e c u r i t y 
n (= 100%) 
Studies on Job Pref^ 
Staf f 
54.0 
42.0 
4 . 0 
(19) 
100.0 
0 . 0 
0 . 0 
( 8 ) 
erence 
S k i l l 
S k i l l e d 
15.4 
57.7 
26.9 
(26) 
50.0 
37.5 
12.5 
(16) 
Level 
Semi-
s k i l l e d 
21.5 
53.6 
24.9 
(28) 
9 . 2 
64.2 
26.6 
(14) 
A l l 
20.6 
49.2 
30.2 
(73) 
44.7 
39.5 
15.8 
(38) 
As more workers suffered, rather than gained, financially as a 
result of being displaced, preference for the former position is 
understandable. Overseas studies have predominantly found that 
workers prefer the job from which they were retrenched to their 
present position (for example, the American study of a mill shutdown 
by Foltman [1968] and the British research by Daniel [1972] and Herron 
[1975]). Herron's research shows that almost two-thirds of the sample 
would have preferred to remain at United Clydesdale Shipyards. 
Herron, like Mackay, discovered that the form of job search 
strategy adopted by the workers influences their attitudes towards 
1S2 
their jobs. Two types of job searcher were defined: the "snatcher" 
who takes the first job available in anticipation that something 
better will become turn up later; and the "sticker" who waits for a 
"good" job to become available. Herron found that twice as many 
"snatchers" (45 per cent) as "stickers" went into their first jobs 
with an unfavourable attitude of mind. 
Reid (1971) also examined the relationship between job search 
methods and job preference and discovered that those men who found a 
job through a relative or friend were more likely to prefer the new 
job, while those who utilised the Employment Service were more likely 
to prefer their former job. The present research found no 
relationship between job search strategy and job preference (see 
Chapter 4). 
Other redundancy studies have reported opposite findings to the 
above research and the present study. Reid (1971) found that 
45 per cent of the retrenched preferred their new job and only 
42 per cent preferred the former job. Wooden and Sloane (1987:20) 
reported that 59 per cent of their sample from Hoadley's preferred 
their current job, and only 16 per cent said it was worse. Wooden and 
Sloane believe this finding was due partly to there being a two-year 
period between the retrenchment and the interview, thus allowing the 
sample ample time to obtain work with favourable conditions. They 
further revealed that younger (under 25 years) and short-term 
employees were more inclined to state that their new job was better. 
In addition, when they (the whole re-employed sample) were asked 
whether they agreed that the retrenchment had been a good thing, 
54 per cent of the employed agreed, while only 31 per cent disagreed. 
The authors perceptively state: 
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It seems much more likely that the level of preference for 
the job obtained after redundancy may reflect the relief 
felt in just obtaining employment and this may be more as a 
result of gratitude rather than the nature of the job 
itself. 
This attitude may counterbalance the earlier mentioned view of Daniel 
(1972), that the old workplace is often preferred for nostalgic 
reasons. 
Job Security 
The retrenched respondents were asked to compare their present or 
last job with their pre-redundancy job to determine which job was the 
more secure. The findings on this issue are presented in Table 3.20. 
TABLE 3.20 
COMPARISON OF JOB SECURITY ACCORDING TO SKILL LEVEL 
(Column Percentages) 
Occupational Status Security of Post-
redundancy Job 
Compared with Pre- Staff Skilled gkill'd •^'""'• 
redundancy job ^^ ^  ^8) (n = 49) (n = 50) (n = 127) 
Staf f 
(n = 2  
17.9 
21.4 
60.7 
S k i l l e d 
  
8.0 
43.0 
49.0 
More secure 8.0 10.3 
The same   54.0 41.7 
Less secure   38.0 48.0 
Nearly half (48 per cent) of the re-employed considered their new 
position was less secure, and this view is less prevalent the higher 
the status of the occupational group (38 per cent for the semi-skilled 
compared with 60 per cent for the staff employees). This finding is 
partly explained by the existing low security of the meatworkers among 
the semi-skilled group. The high percentage of respondents who stated 
that their new position was less secure is to be expected, as a 
substantial number had gained only casual or part-time employment. 
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Feelings of insecurity did not differ greatly between the men and 
women interviewed, as Table 3.21 shows. 
TABLE 3.21 
COMPARISON OF JOB SECURITY BY SEX 
(Column Percentages) 
Security of Post-redundancy 
Job Compared with Pre-
redundancy Job 
Male 
(n = 112) 
8.9 
42.9 
48.2 
Female 
(n = 15) 
20.0 
33.3 
46.7 
More secure 
The same 
Less secure 
The women in the study who gained re-employment felt slightly 
more positive about the degree of security in their present job than 
the men did; this is surprising, considering the fact that more women 
obtained only part-time or casual employment. 
A loss of a sense of security appears to be another overall cost 
of redundancy, although this cost may not be as obvious as other more 
material losses, such as a decline in income. Most of the retrenched 
appeared to have been happy in their old workplace and few had 
considered leaving before the redundancy. Consequently, the 
retrenchment announcement dramatically altered any feelings of 
complacency about employment. The number of respondents registering a 
loss of a sense of security rises slightly according to age, which is 
clearly shown in Table 3.22. The "less secure" response increases 
from 43 per cent for the younger workers, to 53 per cent for the older 
employees. 
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TABLE 3.22 
COMPARISON OF JOB SECURITY BY AGE 
(Column Percentages) 
Security of 
Post-redundancy Job 
Compared with 
Pre-redundancy Job 
Age 
Under 
40 Years 
(n = 48) 
14.5 
41.7 
43.8 
41-50 
Years 
(n = 47) 
6.4 
44.7 
48.9 
Over 
50 Years 
(n = 32) 
9.3 
37.5 
53.2 
More secure 
The same 
Less secure 
Few studies in the redundancy literature have compared relative 
feelings of security with respect to the former and current jobs. An 
exception is the large redundancy survey of Parker et al. (1971:112), 
in which respondents employed at the time of the interview were asked 
to compare the security of their present and previous jobs. The 
findings were slightly different from those of the present research, 
with 33 per cent stating they were less secure. 
Parker's survey also included an open question on what security 
meant to the sample, which comprised redundant and non-redundant 
respondents. In the redundant sample, 91 per cent associated security 
with having regular employment, job satisfaction, and freedom from 
financial anxiety; however, in the non-redundant sample, association 
between security and employment was much less marked, with 74 per cent 
19 
considering security was related to having a home or savings. 
Finally, the recent Australian research by Wooden and Sloane 
(1987), in which respondents compared their employment at Hoadley's 
Confectionery Factory with their new employment, found that 
45 per cent of those sampled believed they had better security, and 
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only 24 per cent stated they had less security. As with those aspects 
of job comparison mentioned earlier, this result consistently differs 
from that of the present research. 
Conclusion 
This chapter began by showing that respondents' conditions of 
employment differed markedly according to the firm they worked for 
prior to the retrenchment. These variations were due to the structure 
of the labour market and the way in which it was segmented. The study 
also showed that certain personal characteristics, such as age, gender 
and occupational status, were significant barriers to employment 
following retrenchment for certain job seekers. 
The research investigated respondents' general attitudes towards 
work and revealed major differences according to occupational status. 
White collar and managerial employees placed more emphasis on 
intrinsic aspects of work, such as the interest and variety of a job; 
while blue collar workers generally considered the extrinsic aspects 
of work, particularly its financial rewards, to be more important. 
This difference in attitude had an obvious bearing on how the 
respondents reacted to retrenchment. For example, for many of the 
white collar workers, the termination of employment resulted not only 
in financial hardship but also in a crisis in occupational identity. 
The retrenchment also had an impact on the respondents' general 
attitude towards work. Most of those interviewed gave job security 
much higher priority than they had before being retrenched. The 
semi-skilled workers now stressed the importance of good relations 
with management. Disillusionment among workers following the 
experience of retrenchment was also evident in their replies to a 
question on the strength of commitment to work. A good majority of 
1S7 
the retrenched said they would discontinue working if they were able 
to retire comfortably. Surprisingly, there was little difference in 
the replies of the interviewed on the basis of occupation or age. 
In examining the redeployment success of respondents, the study 
first looked at their subsequent occupational mobility. Of those 
re-employed, the great majority obtained a similar position to the one 
they had held at their previous place of employment; however, the 
supervisors and production assembly workers at GMH were 
two exceptions. Overall, the occupational mobility of those employees 
who found jobs which were different from their previous positions, was 
downward. 
However, industrial mobility was more common than occupational 
mobility, as only a minority of the retrenched workers returned to the 
same industry. Because of the decline in the metal, whitegoods and 
vehicle building industries in Queensland, the retrenched were more 
likely to find work in other areas. Geographic mobility was very 
limited within the research sample and only 15 per cent of the 
displaced employees even considered leaving Brisbane. 
Finally, the views of the re-employed on how their 
post-redundancy position compared with their former job were analysed. 
The results of the research indicated that many of the interviewed 
experienced a significant decline in wages, skills and employment 
conditions in their new job. Generally, the re-employed were less 
satisfied with their new position and were also less confident about 
the security it offered. 
The detailed examination of the employment experiences of the 
retrenched undertaken in this chapter has revealed the economic and 
social costs of the redundancy. This analysis is also relevant to an 
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understanding of subsequent unemployment experiences, which were 
largely determined by the nature of the retrenched workers' 
pre-redundancy job. This latter aspect will be examined fully in the 
next chapter. 
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Notes to Chapter 3 
1. For example, Marsden (1986:253) maintains the importance of a 
cross-disciplinary position for labour market studies; one which 
embraces industrial sociology and industrial relations as well as 
economics. 
2. Lever-Tracy discusses three dichotomies, the third being the 
division of the workers who hold the jobs, e.g. secondary workers 
are disproportionately blacks, immigrants or women. 
3. A revision to early dualist theory was the subdivision of the 
primary sector into primary independent and primary subordinate 
jobs. Subordinate primary jobs are routinised and encourage 
worker characteristics of dependability and discipline. Both 
factory and office jobs are included. Independent primary jobs 
require creative problem-solving and professional standards of 
work, and voluntary turnover is high (Reich, Gordon and Edwards, 
1973:65). 
4. Bluestone (1970) uses these terms of "core" and "periphery", as 
does also Friedman (1977). 
5. International labour markets consist of two major forms: firm 
ILMS and occupational ILMs (Ashton, 1986:158). This study is 
concerned with firm ILMs which are usually found within large 
bureaucratic companies. Occupational ILMs are found in 
occupations which are not confined to particular companies. 
There are common rules and procedures of the occupational group 
which determine its conditions and mobility. Ashton describes 
both forms of ILM as "labour market shelters". 
fi. A good example of the radical position that the segmented labour 
market developed as part of a deliberate attempt by employers to 
divide and rule the workforce is Stone's (1974) study of the 
United States steel industry. A related objection to the radical 
position is its functionalist character. Clegg et al. (1986:220) 
criticise the way capitalism is said to "require" the development 
of segmentation if it is to function (e.g. Edwards, 1979:175). 
7, Lever-Tracy (1984) shows the need for a more multicausal approach 
to labour segmentation theory. 
i, Trieman and Terrell's (1975) research found women earn much less 
than men with comparable characteristics, e.g. education level. 
9» Barron and Norris (1976). 
10. Rosenfeld (1978) found that women with less extensive and less 
continuous employment experience have fewer opportunities to move 
to higher positions. 
11. See the work of Lydia Morris (1984) or Martin and Fryer (1973) 
where the strength of family and social ties is emphasised as an 
important factor in determining labour mobility. 
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12. Recent research by Wooden (1987) reports a similar result to 
Curtain's findings with 23 per cent of the sample experiencing 
occupational downgrading and only 10 per cent having a rise in 
skill (see also Ireland, 1980). 
13. Similar findings to the present study are found in Sams and 
Simpson (1977) where 47 per cent of the sample returned to the 
same industry of shipbuilding and Mackay (1972) says 
35.4 per cent of the metal tradesmen returned to engineering. 
14. Further evidence of this trend is found in Daniel (1972:59). 
15. Curtain (1985) also says that most retrenched workers who had 
found work were earning less than previously. 
16. Other studies in Britain supporting the finding of a decline in 
skills include Wedderburn's study (1965:98) where 45 per cent of 
the interviewed claimed the skill level had declined and 
20 per cent that it had risen. Daniel's (1972:65) close 
examination of changes in the work situation of the respondents' 
new employment discovers a strong negative response to the 
question of whether they had the opportunity to use their skills 
and training in the new job as one-quarter said they had no 
chance to use their abilities while only 8 per cent had felt this 
was true for their old job. 
17. The report by Connell (1980:20) for the Victorian Chamber of 
Manufactures also finds that some of the survey participants were 
not fully utilising their qualifications or required skills. The 
research by Ireland (1981) is yet another support for the decline 
in skills position. 
18. Another British study of the metal tradespersons in the Midlands 
by Mackay (1972) does not directly compare the difference in the 
satisfaction rates of pre-redundancy job and job after redundancy 
but does investigate attitudes towards the new employment in 
terms of positive and negative reasons for job choice. He finds 
the single job changers gave far more positive reasons than the 
multiple job changers for why they took the job and this is 
because the latter see the new job as only a stopgap job. 
19. Daniel (1972:62) states, "While 81 per cent said they felt 'very 
secure' in their old jobs before the question of the closure came 
up, only 30% say they feel very secure in their current jobs." 
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CHAPTER A 
THE UNEMPLOYMENT EXPERIENCE 
PART ONE: ANALYSING UNEMPLOYMENT 
Introduction 
In order to achieve a greater understanding of the impact of 
redundancy with regard to its economic and social costs or benefits, 
the unemployment experiences of the retrenched workers and the 
influence of various factors on the duration of unemployment are 
analysed in detail. 
The chapter begins with a discussion of the various theoretical 
perspectives on unemployment and is followed by an outline of the 
approach taken in the present research. The study also describes the 
unemployment situation in Australia prior to, and during, the period 
the respondents were retrenched and then examines the experience of 
unemployment, according to respondents' individual characteristics and 
the industry and firm at which they were employed. 
In Part Two of the chapter, the various factors contributing to 
the unemployment duration of the retrenched are discussed in detail. 
Unemployment Theory 
The issue of unemployment has generated considerable emotive 
debate over the last two decades, ranging from concern for the 
problems faced by the unemployed to moral indignation over the welfare 
benefits received by the unemployed. Whatever the perspective taken, 
the issue of unemployment remains one of the major social problems 
facing the advanced industrial societies. This has also been the case 
in the past whenever the unemployment rate rose to high levels. The 
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reasons given for the existence of unemployment, however, have changed 
during the last two centuries. Historically, the dominant groups in 
society have been the most influential in defining unemployment for 
the rest of society. The predominant view of unemployment in the 
nineteenth century was that its cause lay in the moral failure of the 
individual (Graycar, 1979; Dickey, 1987). From the beginning of 
twentieth century and up to the outbreak of the Second World War, the 
dominant position taken on the reasons for unemployment was the 
neo-classical view: that it was the inevitable product of the 
business cycle. Therefore, state intervention was not considered 
desirable or appropriate as a means of solving the problem of 
unemployment. 
Keynes's "General Theory" (1936) revolutionised economic thought 
on unemployment and the role of the state. Unemployment was seen as a 
product of aggregate demand and therefore subject to control by the 
state. This theory influenced the growth of the welfare state and the 
policy of full employment until the late 1970s, when the monetarist 
position advocated by Friedman became the dominant perspective in the 
formulation of government policy. According to the monetarist view, 
unemployment is the result of market forces over which the state has 
no direct control. Cuts in welfare expenditure by the state were a 
by-product of this perspective. 
Differing views on unemployment and resulting government policy 
have had important consequences with regard to the balance of power 
between classes. Whereas the Keynesian view improved the position for 
labour in capitalist society, the shift to the monetarist position 
tilted the balance of power back towards capital. 
The dominant Keynesian and neo-classical perspectives, together 
with the Marxist perspective, differ considerably with regard to 
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interpretations of the causes of unemployment and also in the level of 
analysis of unemployment, that is, whether it is on a micro- or 
macro-level. 
The term "frictional" unemployment was derived from the 
micro-economic neo-classical tradition of Marshall. According to this 
view, which presupposes voluntary unemployment, unemployment results 
from the normal short-run adjustments between supply and demand of 
labour. On the other hand, according to the demand deficient 
interpretation of unemployment derived from Keynes, unemployment is 
the result of an insufficient number of job opportunities and is 
therefore involuntary. Downturns in aggregate economic activity 
result in job loss and are therefore termed "cyclical unemployment" 
(Hudson, 1988). Structural unemployment results from structural 
changes in the pattern of labour demand caused by changes in demand or 
production techniques which lead to some skills becoming redundant.. 
Consequently, there is a mismatching of supply and demand, as workers 
with particular skills are unable to fill positions requiring other 
labour skills. 
Jones's (1982) "technological" explanation of unemployment 
exemplifies the structural approach as do the "long wave" theory of 
Krondratiev and "business cycles" of Schumpeter (Hudson, 1988:27). 
According to Jones, high rates of unemployment in the late 1970s and 
early 1980s were the result of a post-industrial revolution based on 
information technology. 
From a Marxist perspective, unemployment derives from the general 
disorder of the market economy, in that what is beneficial for a 
particular firm may, at some time, fail to provide employment for the 
labour force as a whole (Weisskopf, 1978). The Marxist perspective 
164 
does not concern itself with issues of inadequate labour market 
matching. Rather, it examines how the labour market itself is the 
site of unequal exchange, dominated by capital. Neo-Marxist research 
focuses more on what unemployment reveals about the capitalist 
political economy. 
Marx (1967:641-644), however, had shown a relationship between 
changes in the business cycle and the level of unemployment. For Marx 
unemployment was a result of the need for a reserve army to keep wages 
down in relation to profit. A higher level of unemployment will 
favour the interests of capital, and can result in the assertion of 
managerial prerogative. 
Search theory is a micro-level theory in the neo-classical 
tradition which was derived from Stigler's (1962) general theory of 
search and information. This theory emphasises the fact that labour 
markets are not characterised by perfect information and, therefore, 
search activities are undertaken for the purpose of obtaining 
necessary information. Workers leave employment in order to invest 
more time in looking for a job. The search will stop when the worker 
considers the costs of continuing are greater than the likelihood of 
obtaining a job appropriate to their qualifications or expectations. 
Employers will attempt to economise on search costs by offering a wage 
above the market rate. 
The major contribution of search theory is in its explanation of 
duration of vinemployment, and how this is dependent on factors such as 
the number of searches, the level of xuiemployment benefit, level of 
aggregate demand, the reservation wage of the employee, the 
consumption levels of the individual and employer policies. This 
theory also relies upon "turnover models", which are based on 
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empirical findings breaking down unemployment rates according to 
whether an individual has resigned or has been retrenched or sacked 
(Whitfield, 1986:4; Hudson, 1988:22; Schervish, 1983:54). In the 
second part of this chapter, a search theory approach is used in order 
to examine if the job search methods used by respondents were related 
to the length of unemployment they would experience. 
Evaluation of the Theories 
The major contribution of the Keynesian perspective is in regard 
to the understanding of the causes of unemployment. However, as a 
cyclical theory, it concentrates only on short-term fluctuations in 
the level of unemployment, rather than trying to understand 
longer-term trends. It also focuses upon conventional economic 
factors to the neglect of the broader political and socio-economic 
changes that are occurring (Ashton, 1986:46). A further criticism 
made by Schervish is: 
It fails ... to consider how different levels of types of 
unemployment result from the different degree of 
vulnerability of sectors of the economy to economic 
downturns, and within these sectors, from the different 
degrees of bargaining power attached to employment positions 
(1983:56). 
Similar criticism has been levelled at the neo-classical 
theories, in that they continue to neglect aspects of the political 
economy which constrain supply and demand within the labour market. 
In contrast, the Marxist approach emphasises the importance of 
employment institutions, such as unions, for increasing worker 
bargaining power. Marxists have also stressed the fact that 
management will often take advantage of a period of economic recession 
and high unemployment to increase control over the workforce. The 
Marxist approach, however, has been criticised for being too 
deterministic. For example, writers such as Storey (1985) assert that 
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capitalism deliberately creates a pool of unemployed workers in order 
to weaken the power of labour and to keep wages down. 
Finally, the structuralist theories are important for drawing 
attention to the recent structural shifts in social and economic 
development due to rapid technological advances. The evidence is 
unclear, however, as to what extent these changes have actually 
contributed to high unemployment levels (Gill, 1985; Francis, 1984). 
The labour segmentation approach adopted by this study maintains 
that neither Keynesian nor neo-classical theory can fully explain the 
causes of unemployment because of the structural segmentation of the 
labour market. As demand in the labour market is discontinuous, 
important variations occur between different sections of the labour 
market in the level of unemployment. 
In order to understand the relationship between personal 
characteristics and the segmentation of economic sectors and 
occupational positions, this study draws on the strengths of the 
macro-level approaches, particularly the institutional and Marxist 
perspectives, and incorporates the insights of the micro-level 
approach of search theory. 
Unemployment and Segmentation Theory 
The segmentation of the labour market is important for 
understanding differing outcomes in the unemployment experience of the 
retrenched. The form of unemployment experienced is very much 
dependent upon the way in which employment is structured. A problem 
with studies on unemployment has been the manner in which the 
phenomenon is treated as an undifferentiated entity; they have 
neglected the different ways in which occupational groupings were 
separated from their employment. Schervish (1983), for example, has 
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described four types of job separation: permanent, temporary and 
voluntary retrenchment, and sackings. He notes that the employment 
prospects of the worker permanently retrenched or sacked may be quite 
different from those of the worker who has resigned or who has been 
temporarily laid off. 
A second problem with the research on unemployment has been the 
tendency to perceive the phenomenon as the result of impersonal market 
forces over which human beings have no control. The market must be 
seen as the consequence of human actions, whether intended or 
unintended. At the other extreme has been the attempt to understand 
unemployment by analysing the personal characteristics of the 
unemployed individuals. Although personal characteristics are 
important for understanding unemployment outcomes, they are less 
helpful for analysis at the industrial or societal level. Even where 
individuals have equivalent human capital, the structural sources of 
inequality confronting them will independently contribute to unequal 
employment outcomes. 
A third shortcoming of studies on unemployment has been the 
tendency to try to understand labour markets and unemployment by 
restricting the analysis to a nation's economy, and thereby isolating 
it from the world economy. There is a need to take account of the 
international situation in order to grasp the process whereby jobs are 
created or destroyed in local labour markets. For example, decisions 
on investment are often made by the management of multinational 
corporations in other countries (Ashton, 1986:5). 
The labour market segmentation approach endeavours to overcome 
these problems, and provides a more adequate framework for an analysis 
of unemployment by describing the distribution of unemployment between 
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the various groups in the labour market, as well as the ways in which 
individuals experience the problem. 
In Schervish's (1983:38) view, the segmentation approach assumes 
that, within a market economy, various factors make an individual, 
group or economic unit subject to, or sheltered from, the relations of 
domination existing in the labour and product markets. There are 
four sources of vulnerability and power determining transactions in 
the labour market and, therefore, the economic outcomes for workers, 
which are described as "structural determinants". These institutional 
aspects of employment relations which affect unemployment outcomes are 
as follows: 
(a) The personal characteristics of employees, e.g. skill, age, 
gender or race; 
(b) The status or class location of an employment position in a 
firm - Schervish states "the power associated with a position of 
employment in the class structure shapes the distribution of 
unemployed to types of unemployment" (1983:44); 
(c) The economic sector location of a firm, e.g. monopoly, 
competitive and state. The type and degree of control of a firm 
in the product market affects the degree to which a firm makes 
unemployment adjustments; 
(d) The stage in the business cycle. The business cycle has a direct 
effect on the labour market by determining the level of economic 
activity in the product market. The term refers to the 
short-term rise and fall of aggregate demand rather than long-run 
secular business cycles. 
These four aspects are used in the present study in order to 
understand the differing outcomes experienced by the unemployed 
respondents in the labour market. 
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Unemployment in Australia 
In this section, the unemployment situation in Australia is 
outlined both prior to, and during, the period in which the 
respondents were retrenched, that is, from 1983 to 1985. From the 
post-war period up until the early 1970s, Australia experienced very 
low levels of unemployment (averaging around 2 per cent); however, 
from 1974 until 1984, the rate of unemployment steadily rose until it 
reached 10 per cent. In this decade, the mean duration of 
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unemployment rose from 10 weeks in 1974 to 45 weeks in 1984. 
Over the last 20 years in particular, there has been a change, 
not only in the extent, but also in the nature of unemployment. The 
lower numbers and the short average duration of unemployment in the 
early years were indications of the predominance of frictional 
unemployment, while more recent trends show "structural" unemployment 
is more prevalent: that is, an inability of the individual to obtain 
employment because of lack of vacancies in employment or because of 
inappropriate skills. Consequently, both explanations have 
contributions to make in understanding the nature of unemployment. 
Furthermore, the recessions during the mid-1970s and early 1980s 
contributed to the rise in unemployment, thus supporting the Keynes 
position; however, technological innovations in the production process 
have also had an important influence over the last two decades, which 
partly supports the "technological" position of Jones (1982). Howard 
(1987) argues that a coincidence of several factors has contributed to 
the rising unemployment in Australia. These factors include: a 
serious inflation problem; increased labour costs; the deficient 
growth in the level of aggregate demand; and the international 
recession and increasing competition from overseas imports. Howard 
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was not convinced that technological change had a significant effect 
upon the level of unemployment and he therefore endorsed the 
conclusion of the Committee of Inquiry into Technological Change in 
Australia which stated it: 
. . . cannot find evidence that the current high level of 
unemployment is attributable to technological change and 
believes that the level is much more readily explainable by 
reference to general economic conditions (Howard, 1987:36). 
The structural changes and consequent problems of high 
unemployment in Australia are shared by most of the Western economies 
where the manufacturing industry has been restructured or has 
declined, resulting in the shedding of labour. Labour intensive 
employers, such as in the steel and motor vehicle industry, have had a 
rapid decline in the numbers of workers within their industry (Crough 
and Wheelwright, 1982:102). However, the Australian economy has 
distinctive features which need to be taken into account in order to 
understand its unemployment problem. By world standards, the 
Australian economy is small and has been described as a "dominion" 
capitalist country (Ehrenshaft and Armstrong, 1981; Armstrong and 
Bradbury, 1983; Denoon, 1983). This description takes cognisance of 
the fact that Australia shares particular characteristics with other 
nation states, e.g. New Zealand or Canada, which share a common 
historical background in being a dependent colony reliant upon a 
"settler" economy. Dominion capitalist countries remain economically 
reliant on the export of primary produce and, although they have 
experienced a high standard of living, have had only moderate 
industrial growth compared with highly industrialised "core" countries 
such as the USA. Dominion capitalist countries are dominated by 
overseas capital, which means considerable control is exercised by 
transnational corporations (Wheelwright, 1980:125). This situation 
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places limitations upon a nation's control over its own economy, 
resulting in particular vulnerability to fluctuations in world trade. 
The power of the government to implement an effective employment 
policy is also limited as a consequence. 
Two terms which are crucial in an analysis of unemployment are 
"stock" and "flow" (Whitfield, 1987:71). "Stock" represents the rate 
of unemployment at a particular point in time whereas changes in the 
numbers of persons entering and leaving employment are described as 
the "flow" of unemployment. Therefore, an increasing "stock" and a 
decreasing "flow" indicate a growth of "hard core" unemployed, that 
is, those who experience a long duration of unemployment, which has 
been the trend over the period discussed. Foster and Gregory (1982) 
estimate that, in 1981, 4.6 per cent of the unemployed accounted for 
nearly one-third of the total number of unemployed weeks. 
Gross flow figures have increased knowledge of the levels and 
duration of unemployment attributable to various social groups and are 
therefore central to a segmentation perspective, enabling close 
examination of disadvantaged groups within the labour market such as 
younger persons, older persons, women, the unskilled and ethnic or 
racial groups. These figures have shown that younger people 
(15-19 years) have high rates of unemployment which are relatively 
short in duration. Rates of unemployment for older persons are lower 
than for the younger age group, but the older persons are likely to 
remain out of work longer. For example, in 1982, persons 45 years and 
over were unemployed on average for 52.3 weeks, but for all employed 
persons it was 32.8 weeks (BLMR, 1983:22). This finding indicates a 
trend towards unemployability for the older worker. 
Women constitute about 40 per cent of the workforce and, since 
the post-war period, there has been a steady and increasing 
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participation rate for this group accompanied by a greater commitment 
to full-time, long-term employment (Whitfield, 1986:105). 
From 1967 to 1982, the female rate of unemployment was almost 
double the rate for males. This difference was eroded during the 
recession of 1982 but, since 1986, significant differences again began 
appearing (Howard, 1987:13). Women are heavily concentrated in a 
small range of occupations and industries which are low-paying and 
insecure. Considerable sex segregation between occupations still 
exists which is reflected in the differences in the award rates for 
men and women: in 1983, women's wages were only 66 per cent of men's. 
Within a segmentation approach, it is crucial to account for 
changes in the demand side of the labour market. During the period 
from 1966 to 1984, there were considerable changes in the structure of 
industry and occupations in Australia. Jamrozik's (1988) research 
shows there has been a 34 per cent increase in total employment in 
Australia between 1966 and 1984. Industries and occupations that have 
grown at a slower or faster rate than this may be described as 
"shrinking" and "expanding". The fastest growing industry has been 
the public service, classified as "community services" by the ABS, 
followed by finance, property and business services. The slowest 
growth areas in which there was a decrease in absolute numbers were 
the manufacturing and agriculture industries. 
On the occupational scale, the fastest growing jobs were in the 
category of "professional, technical, etc." (11.5 per cent), which 
reveals a rapid growth in white collar and managerial employment, 
while the slowest rate of growth was in the manual employment 
categories of "Miners, trades, process work, etc." (6.1 per cent) and 
"Farmers, etc." (-4.2 per cent) (Jamrozik, 1988:469). 
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An analysis of the relationship between rates of unemployment and 
the trends in industries and occupations shows that, on the whole, the 
rates of unemployment were lower among those unemployed who had worked 
in expanding industries and occupations. For example, the rate was 
only 1.9 per cent for the "professional, etc." category, but 
7.9 per cent for the "miners, trades, etc." category. Thus, the 
structural changes have had important implications for the class 
divisions within Australian society, as there has been a rapid 
expansion of white collar work but a relative decline for manual 
employment. Closely associated with these quantitative changes in the 
class composition of the labour market have been qualitative changes 
in the demand for labour. Educational qualifications are increasingly 
important for access to secure employment, as unemployment is lowest 
among the most highly educated section of the workforce (Castle and 
Mangan, 1984:243). 
These changes in the structure of industry and occupation can be 
related to changes in the participation rates of persons according to 
sex and age within the labour market. The participation rates of 
women have increased considerably, partly due to the fact that 
8.5 per cent of women work in expanding industries, while a minority 
of men (4.4 per cent) work in these industries. However, there is a 
negative side to the increased participation rate of women, in that 
some of the expanding sectors, such as "recreation and personal 
services", are industries which offer insecure employment. In 
addition, women are far more likely to be engaged in part-time work, 
which raises the issue of "underemployment", as a significant minority 
of women would prefer full-time employment. There has been a strong 
push by employers for greater "flexibility" over production and the 
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rapid increases in part-time employment reflect this desire. The 
participation rate in part-time employment of women in 1984 was 
36.8 per cent, as against only 6.1 per cent for men (Chesterman and 
Cox, 1984; Jamrozik, 1988:472). 
The position of women in the labour market raises a further 
important issue: that of "hidden" or disguised unemployment. The 
"official" definition of unemployment used by the ABS is very narrow, 
as it excludes persons who have worked one hour during the survey 
week. Strieker and Sheehan (1981) subject conventional measures of 
unemployment to severe criticism, arguing that the ABS definition 
fails to measure the withdrawal from the labour market of the "hidden 
unemployed", that is, those persons who would continue to seek work if 
they felt there was a possibility of finding a job. This concept is 
very important for understanding the predicament of those women, such 
as single mothers or the married, who would prefer a full-time job. 
It is also applicable to other categories of persons, such as the 
older worker made redundant who finds re-employment difficult and 
therefore retires early, or the discouraged long-term unemployed. 
A measurement of hidden unemployment is extremely difficult to 
undertake. Strieker and Sheehan estimate that, in 1979, when 
unemployment was 5.8 per cent, the "hidden" rate was 5.2 per cent; 
however, this figure has been criticised as being too high an 
estimate. An ABS survey of women in September 1983 shows that 
91,800 could be classified as "discouraged workers", and that 
602,800 were not officially in the labour force but wanted a job. 
With regard to age groups, there has been a major decline in the 
numbers of older men (55 and over) in the labour market. The problems 
faced by older workers in the labour market which are not reflected in 
the unemployment figures, should be an issue of concern for society. 
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Older males were the group worst affected by the recession which began 
in the mid-1970s. In 1984 the unemployment rate of people aged 55 and 
over was 4.8 per cent, compared with the national rate of 
8.6 per cent. This lower rate reflects the fact that the older worker 
prematurely withdraws from the labour force. Between 1971 and 1981 
the participation rate for males aged 55 to 59 years dropped nearly 
10 per cent and, for males 60 to 64 years, the decline was 20 per cent 
(Whitfield, 1986:111). The concept of hidden unemployment is again 
important in this instance. Strieker and Sheehan (1981) argue that 
only one-quarter of older workers withdrawing from the labour market 
do so voluntarily; however, it is difficult to distinguish between 
those who withdraw voluntarily and those who withdraw because of an 
inability to find other employment. 
The continuing high unemployment rate has created wider divisions 
in society and, therefore, quite distinct differences in lifestyles 
for the employed and the unemployed. In 1984, when around 
700,000 people were out of work, it was not surprising that Burbidge 
(1984) estimated that 20 per cent of Australians received incomes 
below the poverty line (Smith, 1984). The importance of 
Windschuttle's (1979) work lies in its acknowledgement of a lack of 
government and social concern at the social effects of high 
unemployment and the personal hardships experienced by the unemployed. 
Growing unemployment is seen by Windschuttle as contributing towards a 
social crisis, because of the way in which individuals are excluded 
from the mainstream of social life. Similarly, Sinfield (1981:123) 
argues, in his study undertaken in the United Kingdom, that the wider 
social consequences of unemployment have been neglected in most 
research. 
Jamrozik (1988:461) rightly points out that few studies have 
examined the issue of unemployment from a structural perspective. 
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Many studies concentrate on the aspects of social concern and personal 
hardship, but fail to relate the issue to a broader theoretical 
framework. However, at the other extreme, labour economists have 
concentrated solely upon statistical analyses of unemployment trends. 
This study endeavours to bridge the gap between these positions, 
through the theoretical approach of labour segmentation theory. 
Firm, Economic Sector and Unemployment 
In relation to the present research, retrenchments occurred 
during a downturn in the business cycle and, therefore, many 
respondents found it extremely difficult to find re-employment. All 
three industries (vehicle building, metal and meat) had experienced 
dramatic falls in their employment levels in the few years before the 
retrenchments. A detailed background discussion of the industries 
studied is given in each of the three case study chapters. 
There were considerable differences in the level of unemployment 
experienced before the retrenchment between those employees working at 
GMH and those at smaller firms; this was because GMH was a large 
multinational company which offered more stable and secure employment 
than the smaller meatworks and metal industry firms. GMH may be 
described as part of the monopoly or core sector of the economy, while 
the smaller firms were part of the peripheral sector of the economy. 
Only a small minority (20 per cent) of GMH workers had 
experienced unemployment several times before the retrenchment, and 
these were chiefly production workers. On the other hand, a 
significant minority (42 per cent) of the employees in the metal 
industry firms had experienced unemployment several times before and, 
in the meat industry, unemployment had been experienced on several 
occasions almost universally (90 per cent). 
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Unemployment duration also varied according to firm. Only 
18 per cent of meatwork employees found work within three months of 
being retrenched. This rate compared poorly with that of the other 
two case studies, as 42 per cent of employees at GMH, and 38 per cent 
in the metal industry, found work within the same period. However, 
variations in unemployment experience are best understood by looking 
at two other factors: the type of job termination experienced by the 
retrenched and the personal and class background characteristics of 
the respondents. 
All the respondents in this study were permanently retrenched 
from their workplace and, therefore, none could be described as having 
been temporarily laid off or as having "quit" their former jobs. 
However, there was some difference in the nature of the shut-down at 
T.A. Field and the shut-down at the other plants. At the T.A. Field 
plant, the operations had ceased but there was a likelihood the 
meatworks would open again under new owners, although the timing for 
this was uncertain. In the other case studies, the plant operations 
were dismantled and there was no prospect of a resumption of work. 
All of the meatworks employees were re-employed at the meatworks 
between six and eight months after retrenchment, while a substantial 
minority at GMH (25 per cent) and in the metal industry (30 per cent) 
were still unemployed after nine months. 
Other factors which need to be considered in an analysis of 
unemployment are the personal and class characteristics of the 
retrenched; these are examined in detail in Part Two of the chapter. 
The Personal Experience of the Unemployed 
An individual's prior experience of work influences the manner in 
which he or she experiences unemployment. Workers from differing 
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sectors of the labour market will encounter unemployment in 
fundamentally different ways. 
The unemployment experienced by the retrenched can only be 
comprehended by relating their prior experience of work to their 
particular personal background. Important factors to consider are: 
the extent of workers' occupational identity; their financial 
situation; and the influence of wider societal attitudes towards 
unemployment (Ashton, 1986:115). 
The extent of occupational identity relates to the degree to 
which a person's employment is a central part of his/her self-image, 
often termed "central life interest". Occupational identity is also 
related to two aspects: status and gender. Status is a crucial 
factor for understanding the differences in occupational identity. 
For example, for employees in professional, administrative and 
managerial occupations, work is more likely to form a central part of 
their self-image (Fineman, 1983; Wedderburn, 1965). The skilled 
trades provide some opportunities to acquire skill and responsibility 
but, in these occupations, work is less central to a person's 
self-concept. Finally, semi-skilled work gives very little 
opportunity for a person to identify with the occupation. 
Consequently, employees in high status or more sheltered 
positions usually see unemployment as a threat to their self-identity. 
Fineman (1983), in a study of unemployment among the middle class in 
Britain, found that over half of his sample were emotionally 
affected by job loss. Semi-skilled workers do not usually experience 
such a loss of identity as they are aware their employment is 
relatively insecure; unemployment may be accepted as part of the 
working experience. Work also contributes to a sense of identity in 
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the masculine role (Williams, 1983): job loss can threaten the male's 
identity within the family as the chief breadwinner, or affect his 
former social relations with friends and relatives. 
The financial situation of workers has to be taken into account 
in understanding the experience of unemployment. The financial impact 
of job loss is heaviest amongst semi-skilled and skilled workers. For 
these workers, loss of income could result in poverty because they are 
less likely to have savings in reserve, or to have received 
substantial redundancy payments. Extensive research in occupational 
psychology has shown a relationship between emotional stress and 
financial hardship (Estes and Wilensky, 1978; Warr, 1983). 
A third factor that must be considered in relation to the 
experience of the unemployed and their self-identity is the influence 
of the values held towards work and unemployment by the wider society. 
Williams (1983) believes that the work ethic is still strong in modern 
society and that it serves an important functional role in ensuring 
commitment to the legitimacy of the present order. Ridicule of the 
out-of-work individual has the function of strengthening the attitudes 
of the employed in favour of the dominant values. For example, 
Sinfield (1981:116) condemns the prominence given by the media to the 
"dole bludger" myth: that the unemployed are not really looking for 
work and are living comfortably on government benefits. Similarly, 
Windschuttle (1979:4) criticises, not only the attitudes of the wider 
community to the unemployed, but also the capitalist system itself: 
Capitalism is a system that defines humanity by work but 
denies work to a large number of people. Personal trauma 
and social malaise follow inevitably. Unemployment reveals 
the system as basically inhuman. 
The various factors that influenced the interviewees' length of 
unemployment are closely examined in the following section. 
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PART TWO: UNEMPLOYMENT DURATION OF RETRENCHED WORKERS 
A major determinant of the duration and extent of unemployment 
following retrenchment will obviously be the overall level of demand 
for labour in the economy. The majority of the workers in the firms 
studied were placed in the difficult position of having to confront a 
labour market in which the general level of demand was quite low at a 
time when the national economy was experiencing a recession. The 
level of unemployment in 1983 was 9.6 per cent for Australia as a 
whole, and 9.3 per cent for Queensland. By Christmas of the following 
year, when the workers had left GMH, the level of unemployment in 
Queensland was 9.4 per cent compared with the national level of 
8.2 per cent. 
Labour Market Status after Retrenchment 
This section describes the experiences of the employees in the 
labour market by focusing on their employment status 12 to 15 months 
after termination of employment. The manual and non-manual groups, as 
outlined in Table 4.1, consist of a number of occupational categories. 
The occupational groups have been classified into three skill 
categories (see Table 4.1): the non-manual occupations have been 
included under the "white collar" or "staff" grouping; the metal 
trades form the "skilled" category; and the car assembly workers, 
meatworkers and packers comprise the "semi-skilled" group. 
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TABLE 4.1 
OCCUPATION OF THE RESPONDENTS BEFORE RETRENCHMENT 
(Column Percentages) 
Manual 
(n = 126) 
Skilled 
Boilermakers 
Fitters 
Other metalworkers 
Semi-skilled 
Car assembly workers 
Meatworkers 
Packers 
% 
7.9 
29.3 
12.7 
16.0 
27.0 
7.1 
Non-manual 
(n = 50) 
Executive staff 
Supervisory staff 
Clerical staff 
% 
20.0 
20,0 
60.0 
In this study, the commonly used term "unemployment" is defined 
as not being in paid work while simultaneously seeking work. Curtain 
(1985) rightly criticises official labour statistics which classify 
anyone who has worked for one hour or more in the previous week as 
employed, even though the individual concerned is looking for work. 
Other persons who may want work, but are not actively searching, are 
defined as "not in the labour force". Curtain rejects this method of 
recording statistics, stating: 
Persons retrenched after an average of 10 years service with 
one firm as in this study and who say they want work can be 
fairly considered as unemployed and therefore part of the 
labour force. 
The present study adopts Curtain's broader approach with respect to 
the definition of unemployment. Table 4.2 presents the labour market 
status of the respondents at the time of being interviewed (12 to 
15 months after redundancy), and shows a high unemployment rate of 
27.4 per cent. 
182 
TABLE 4.2 
LABOUR MARKET STATUS OF THE RETRENCHED BY SEX 
AT TIME OF INTERVIEW 
(Column Percentages) 
Males Females Total 
(n = 153) (n = 23) (n = 176) 
Employed full-time 
Employed part-time 
Total employed 
Unemployed 
Not in labour force 
Total 
Unemployment rate 
61.4 
3.3 
64.7 
24.8 
10.5 
100.0 
27.7 
34.8 
30.4 
65.6 
21.7 
8.7 
100.0 
24.8 
58.0 
6.8 
64.8 
24.4 
10.8 
100.0 
27.4 
If the results are compared with the labour statistics for 
Brisbane (see Table 4.3), the unemployment rate is nearly three times 
higher for the research group. A closer examination of those who are 
unemployed reveals that the "full-time" figure is only 58 per cent. 
Most of those interviewed who had part-time employment would have 
preferred working on a full-time basis. Further, a majority of those 
"not in the labour force" were students, most of whom were undertaking 
short-term courses at TAFE and, therefore, really constituted the 
"hidden" unemployed. 
The earlier British studies show a lower rate of unemployment 
than does the present study. For example, Martin and Fryer (1973) 
record 16 per cent of their sample as being unemployed after 
three months, and Wedderburn's (1964) research for the same 
unemployment period show 21 per cent as being unemployed. Mackay's 
(1972) study shows only 2.9 per cent were still unemployed, but this 
research was undertaken two years after the retrenchment. The lower 
rates of unemployment shown in these studies occur because of the more 
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TABLE 4.3 
LABOUR FORCE STATUS OF THE CIVILIAN POPULATION AGED 15 YEARS AND OVER, 
BRISBANE, NOVEMBER 1984 ('000) 
(Column Percentages) 
Employed 
Unemployed 
Not in labour 
Unemployment : 
force 
cate 
Males 
(n = 427. 
67.2 
6.9 
25.9 
9.3 
.5) 
Females 
(n = 456. 
40.1 
4.2 
55.7 
9.5 
7) 
Persons 
(n = 884.1) 
53.1 
5.6 
41.3 
9.5 
favourable labour market position that was a feature of the 1960s and 
early 1970s. 
It is more appropriate to compare the findings of other studies 
that were conducted during 1983-1985 with those of the present study. 
Curtain and Hopkins's (1984) report on the closure of the Sydney 
whitegoods firm. Email, reveals a very high unemployment rate 
(47 per cent) nearly one year after the closure. Deery et al. (1986) 
found 15.3 per cent were unemployed nine months after the closure of 
Tooths' brewery. More recently, findings from the National Institute 
of Labour studies have increased the knowledge of the labour market 
experiences of retrenched employees in Australia: Kriegler and Sloane 
(1986) state 21 per cent were unemployed three months after the 
Sterling Clothing Company shut down its operations, and a study by 
Wooden (1987) into the Rowntree-Hoadley closure gives a smaller figure 
of 11.1 per cent, but this was 21 months after the winding down of 
that plant. The unemployment percentage of 24.8 per cent 12 months 
after the retrenchment in the present study is, therefore, 
comparatively high. 
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Factors Influencing Duration of Unemployment 
Research on retrenchment usually shows it is necessary to examine 
a number of factors in order to explain differences in post-redundancy 
unemployment duration: sex, age, education, skill, length of service, 
marital status, dependants, ethnicity, financial support and timing of 
the job search, all need to be considered. 
Gender 
As shown in Table 4.2, there is, surprisingly, very little 
difference between men and women with regard to their unemployment 
experience or withdrawal from the labour force. This contrasts with 
most other studies, which indicate that a large number of retrenched 
women decide not to look for another job, often because of family 
commitments (Mackay, 1972). 
This inconsistency occurs because the number of men in the 
present study who were classified as students, retired or having 
obtained some form of government pension, resulted in the male 
percentage of unemployed being lower. Also, the average age of the 
women is quite high and, therefore, the usual family reasons given are 
not relevant. Further, more women \indertook part-time work only 
until full-time work became available. 
Table 4.4 presents the distribution of unemployment duration with 
respect to total time spent out of employment while seeking work. 
There are also no significant differences in the percentages of 
women and men that remained employed during the first three months 
(approximately one-third for both sexes). The major difference is 
found when the findings on longer term unemployment of over 
nine months are compared (20.3 per cent for males and 30.5 per cent 
for females). Again, this is contrary to the findings of most other 
studies in which the men are unemployed for longer periods because 
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TABLE 4.4 
UNEMPLOYMENT DURATION BY SEX 
(Column Percentages) 
Males 
(n = 153) 
Females 
(n = 23) 
Total 
(n = 176) 
Not unemployed 
Less than 1 month 
Between 1 and 3 months 
Between 3 and 9 months 
Between 9 and 15 months 
13.0 
7.8 
12.5 
46.4 
20 .3 
8.7 
13.0 
13.0 
34.8 
30.5 
12.5 
8.5 
12.5 
44.9 
21.6 
many women withdraw from the labour force. This difference may be 
partly due to the fact that the long-term unemployed women were more 
likely to have a spouse working full-time and, therefore, did not have 
the same incentive to obtain work as a sole income earner. It is also 
partly due to the considerable problems older women encounter in 
obtaining employment. 
Age 
Roughly one-third of the sample (34 per cent) did find work, 
either immediately, or after a relatively short period of time (that 
is, less than three months). The other two-thirds (64 per cent) were 
still out of work after three months or had not obtained work at the 
time of the interview. As the following table shows, workers aged 
51 or more experienced difficulty in obtaining new employment. 
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TABLE 4.5 
UNEMPLOYMENT DURATION BY AGE 
(Column Percentages) 
Unemployment 
Duration 
Not unemployed 
Less than 3 months 
3-9 months 
9-15 months 
Under 
40 Years 
(n = 57) 
12.5 
17.8 
53.7 
16.0 
Age 
41-50 
Years 
(n = 56) 
11.2 
31.6 
41.2 
16.0 
Over 50 
Years 
(n = 63) 
15.8 
12.5 
38.7 
33.0 
The above findings clearly reveal the employment difficulties 
older workers face, with one-third experiencing long-term unemployment 
compared with only one-sixth for the other two age categories. Nearly 
half of those who were out of work at the time of their interview were 
aged 51 or more. The "middle" age group (41-50) was the most 
successful in obtaining employment in a relatively short time: 
31.7 per cent were successful, compared with 17.8 per cent of the 
young age group and 12.3 per cent of the older workers. This may 
partially support the findings of Deery et al. (1986) and Wooden 
(1987), that older workers are more susceptible to long-term 
unemployment and that younger employees also appear prone to long 
periods of unemployment. For example. Wooden found the average 
unemployment duration to be 20 weeks for those aged less than 
25 years, 19 weeks for those aged more than 45, but only 5 weeks for 
those between 35 and 44. Similar results can be found in the study 
into retrenchment at Tooth's brewery in Melbourne (Deery, 1986:183). 
Wooden's explanation of this differentiation according to age is that 
younger employees will generally have a more unstable employment 
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record, which is an obstacle to job finding. He also points out that 
the younger employee lacks work experience and training, while the 
older employee develops very company-specific skills that are 
sometimes of little use to other employers. 
There is little difference in the performance of the age groups 
with regard to finding employment immediately after the retrenchment. 
This differs sharply from the findings of most earlier redundancy 
studies, including the British research. Mackay's (1972) survey of 
redundancy amongst engineers in the Midlands showed that age was a 
significant factor in obtaining re-employment: more than half of the 
under 30 years age group obtained a job within two weeks, while only a 
little over one-quarter of the over 55 age group were equally 
successful. In another English study, Wedderburn (1964:70) reports 
very similar findings to those of the Mackay study. 
The British studies also show wide variations between the age 
groups with regard to longer term unemployment. Wedderburn reveals 
that for those under 50, the average number of weeks without work was 
5.2, while those in the over-50 age group were unemployed for 
20.7 weeks. The later research of Herron (1975:55) supports these 
results. 
The American studies also consider that age is a critical 
determinant of the re-employment prospects of a displaced worker. 
Haber et al. (quoted in Lipsky, 1970:197), in their summary of 
18 studies of displaced workers, concluded: 
Of all the status characteristics, age appears to have the 
greatest effect on re-employment opportunities. Many of the 
studies reported that the older workers have a more 
difficult time than the younger workers in finding new jobs. 
The emphasis is on youth in our changing technological 
system and the aged are at a disadvantage. 
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Palen and Fahey (1968:237) state: 
The worker's age is the predisplacement variable that has 
the strongest association with his employment status after 
being dismissed ... stronger relationship with employment 
success than the socio-economic status characteristics of 
income, education and occupation ... the belief that older 
workers are frequently unable to secure employment is not a 
myth; it has empirical backing. 
At what age does the worker become "over the hill"? Herron 
believed 45 years was the "key point" at which age affected ability to 
obtain employment. Hill et al. (1973) cite 40 years as the critical 
age in their study of unemployment in three English towns. The 
findings of the present study were that unemployment appears to be a 
greater problem for employees above 50 years of age. 
Why do older workers have declining prospects? Before expanding 
on the reasons given by Wooden (1987), it should be stated that 
employers' beliefs, rightly or wrongly, contribute to this lack of 
success. The major reasons appear to be the following: 
(1) Older workers are not considered to be a good investment because 
long-term service is not possible. 
(2) The fixed costs for older workers are higher, e.g. pension rights 
and workers' compensation payments. 
(3) Older workers develop company-specific skills which are not 
portable. 
(4) Older workers are considered to have more difficulty in acquiring 
new skills. 
(5) They are more immobile, because they are more likely to have 
resided in the same area for a long time and developed strong 
social and economic ties. 
(6) Employers do not trust the performance and ability of new older 
workers. 
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(7) Older workers appear to lack the confidence of younger workers 
and are very conscious of discrimination against them. 
Wedderburn (1964:85) says: 
There seems little doubt that as a group men begin to show 
their age by the mid-fifties. An employer will probably be 
quite happy to continue to employ a man of this age whose 
abilities he knows. But once that man is out of work, 
potential new employers will look askance at him fearful of 
what his sickness record may be and of what effort may be 
expected from him. 
Another reason, given by Whelan and Walsh (1977), is that the 
long-term unemployment suffered by older workers is due to the higher 
redundancy pay and private income they receive and to the fact that 
they begin searching for a job only after the retrenchment. This 
interpretation is questioned in a later section of the chapter. 
Finally, consideration needs to be given to the differences 
between males and females according to age. The differences within 
the age groups for both sexes do not form a distinct pattern. In the 
under 40 years category, however, women are more successful than men 
at finding work within a short period of time after the retrenchment 
(50 per cent compared with 26.6 per cent); although a higher 
percentage of women (45 per cent) than men (33 per cent) experienced 
long-term unemployment. 
Skill 
The skill categories are a composite of the different 
occupational groupings. Those in the occupations requiring only 
on-the-job training were grouped together in the 
"unskilled/semi-skilled" category. Those in the occupations requiring 
a trade were placed in the "skilled" category, and the white collar 
employees, which included managerial, clerical and supervisory 
positions, were placed together under the "staff" category. 
Table 4.6 presents data on duration of unemployment according to 
the skill status of the retrenchee. 
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TABLE 4.6 
UNEMPLOYMENT DURATION BY SKILL LEVEL 
(Column Percentages) 
Unemployment 
Duration 
Not unemployed and 
less than 3 months 
3-9 months 
9-15 months 
Semi-skilled 
(n = 63) 
17.5 
66.6 
15.9 
Skilled 
(n = 63) 
42.8 
35.0 
22.2 
Staff 
(n = 50) 
42.0 
30.0 
28.0 
The table shows the semi-skilled category were far less likely to 
obtain re-employment within a short (less than 3 months) or medium 
(3-9 months) period of time than the other higher skilled groups. In 
contrast to this pattern, there were smaller numbers of semi-skilled 
retrenchees in the long-term (9-15 months) category, because the vast 
majority of meatworkers returned to the meatworks after six months of 
unemployment. In addition, several of the production workers had 
enrolled in courses under the LATHA Scheme and were therefore 
categorised as students. 
Despite this last finding, it is evident that, overall, the staff 
and skilled workers were much more likely to have shorter periods of 
unemployment than the semi-skilled. Therefore, in addition to age, 
this research found occupational status or skill level to be an 
important factor affecting length of unemployment. 
On average, the semi-skilled workers were unemployed 3.5 weeks 
longer than the skilled group. This finding is similar to the study 
by Deery et al. (1986) which found a four-week difference in the 
unemployment period for skilled and semi-skilled groups. Curtain and 
Hopkins (1984:15) also concluded, from their study of the closure of a 
whitegoods factory, that "the higher one's skill level, the better 
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chance one has of finding work." However, in the National Labour 
Institute studies by Kriegler and Sloane (1986) and Wooden and Sloane 
(1987), there were no significant differences across skill levels. 
This may have been because of the homogeneity of the occupational 
status of the surveyed sample, which primarily comprised semi-skilled 
workers (machinists). 
A positive relationship between higher skill and less 
unemployment is, however, supported by most of the overseas studies. 
Herron (1975:67) states "unskilled and semi-skilled workers suffered 
on average about six weeks more unemployment than the skill reference 
group, staff workers and finishing tradesmen taken altogether" and 
Mackay and Reid (1972:1259) believe higher skilled workers have a 
greater bargaining power because they are "employed more productively 
in a wider range of jobs than semi-skilled or unskilled labour". 
Further, Foltman (1968:38) reveals that, following the closure of the 
plant at Buffalo in New York, the experienced blue collar workers had 
a 38 per cent rate of unemployment one year after closure, while the 
rate for white collar workers was only 13 per cent. Not all the 
studies find this relationship, as exemplified by Wedderburn's (1964) 
research. 
It has been argued that the higher skilled will have a greater 
desire to return to work than the less skilled because the former's 
earning capacity is greater and they therefore have more to lose from 
being unemployed. This view, however, overlooks the fact that 
eagerness to return to the workforce will be based on absolute need 
rather than relative losses in earnings. A contrary argument on the 
association between skill and unemployment rate contends that skilled 
workers want to retain the use of specific skills they acquired 
through training and, therefore, will be more discriminating when 
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seeking alternative employment. Consequently, they are more likely to 
remain out of work longer than less skilled workers. The problem with 
such generalisations is that they do not take into account the local 
labour market at a specific point in time or determine the demand for 
specific skills or unskilled labour. This demand may fluctuate 
considerably over a relatively short period of time. For example, in 
Brisbane during the recession of 1982 to 1984, there were few 
vacancies for the hundreds of laid-off or retrenched fitters and 
boilermakers, but this situation had radically changed by 1986, when 
demand was greater than supply. The level of unemployment at a 
particular point in time also has to be considered. During a period 
of high unemployment, it would be expected that the lower skilled 
would suffer longer spells out of work and that there would be little 
variation between the unemployment rate of the lower and higher 
skilled in periods of low unemployment. This factor could explain the 
contradictory findings of the various redundancy studies. 
Education 
Closely associated with the skill level of the employee is 
education, and it has been largely ignored by the British studies as a 
variable that may be important for understanding the length of 
unemployment (e.g. Sims and Simpson, 1972; Kahn, 1964; Martin and 
Fryer, 1973). The reverse is true for the American redundancy 
studies, which usually include education in assessing success at 
re-employment. Why have American researchers examined education 
independently of skill? It is to determine whether employers prefer 
workers with higher education, even if their skill levels are similar. 
Educational qualifications may also be used by employers as a 
screening device to identify the most productive workers. Some 
American studies have shown education to be an important factor, in 
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that the less educated are more likely to have difficulty finding 
employment (Palen and Fahey, 1986). Other studies, such as those by 
Lipsky (1970) and Aiken (1968), did not find education to be a 
significant factor. 
The present study found a clear relationship between educational 
attainment and length of unemployment, as is shown in Table 4.7. 
TABLE 4.7 
UNEMPLOYMENT DURATION BY EDUCATION 
(Column Percentages) 
Unemployment 
Duration 
Education 
Primary/ Junior/ Apprentice-
Secondary Secondary ship 
(n = 62) (n = 24) (n = 64) 
Senior 
Secondary/ 
Tertiary 
(n = 26) 
No unemployment or 
less than 3 months 
3-9 months 
9-12 months 
17.8 
58.0 
24.2 
24.0 
52.0 
24.0 
41.2 
38.0 
20.8 
65.4 
19.3 
15.3 
Only 17.8 per cent of those interviewed, whose education stopped at 
primary or prior to completing Junior secondary, gained employment 
within three months, in contrast to the retrenched employees with 
Senior high school or tertiary qualifications for whom the success 
rate was 65.4 per cent. With regard to those who endured long-term 
redundancy, 24.2 per cent were in the lowest educational category 
while only 15.3 per cent were in the highest educational category. 
Length of Service 
Because of the small number of respondents with less than 
two years' employment with the firm, this category has been combined 
with that for employees with less than seven years' service. The 
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results below in Table 4.8 indicate that the long-term service 
employees (that is over 14 years) were more vulnerable to long-term 
unemployment than the shorter term service employees (28.2 per cent as 
against 17.0 per cent and 18.9 per cent). There are, however, no 
significant differences between these groups, perhaps because the 
sample as a whole comprised very long-term service workers. 
TABLE 4.8 
UNEMPLOYMENT DURATION BY LENGTH OF SERVICE 
(Coliimn Percentages) 
Unemployment 
Duration 
Not unemployed or 
less than 3 months 
3-9 months 
9-15 months 
Less than 
7 Years 
(n = 47) 
27.7 
55.3 
17.0 
Length of Service 
Between 7 and 
14 Years 
(n = 58) 
37.9 
43.2 
18.9 
Over 
14 Years 
(n = 71) 
33.8 
38.0 
28.2 
These results do not support Daniel's argument (1972:90), that 
the long-term employee is at an advantage because he is perceived as 
being a very stable worker. In contrast to the findings of the 
present research, Daniel found that long service employees over the 
age of 45 experienced the least difficulty in obtaining another job; 
however, an alternative argument in labour market theory, on the 
influence of period of service on length of time out of work, 
maintains that the retrenchee will find it more difficult to be 
re-employed the longer he or she has stayed with the same employer 
(although there must be an optimum period of time with an employer). 
This theory is based on the premise that skills become very narrow and 
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specific after working in the same company for a long period of time. 
It is also argued that this category of worker has poorer job search 
skills because of limited experience in this capacity. The present 
study supports the latter theory, while recognising it is based on 
findings which do not allow for the influence of other variables, e.g. 
age or skill, upon the variable of length of service (Wooden, 1987). 
Marital Status and Dependants 
The dominant viewpoint concerning the influence of marital status 
on the duration of unemployment is that the latter will be briefer for 
the married man because of his greater responsibilities (particularly 
if his wife is not working and he has dependants). Another viewpoint, 
however, is that married men and women whose spouses are working are 
considered to have less pressure placed on them when seeking 
re-employment. 
Many of the overseas and Australian studies do not include 
questions on the respondent's family or marital status, which are 
important influences on the duration of unemployment. The findings in 
Australia contradict the dominant view, that married men will find 
employment earlier than single men. For example. Curtain and Hopkins 
(1984) found that more unmarried males were employed than married 
males (29.2 per cent to 24.0 per cent) twelve months after the 
retrenchment. A similar finding is reported by Kriegler and Sloane 
(1986). However, Wooden and Sloane (1987) discovered that the single 
respondents endured six more weeks of unemployment than the married 
respondents, but foiond no difference between those with dependants and 
those without. There were also no conclusive findings with regard to 
the influence on unemployment duration, of having a wife or husband 
working. 
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Kriegler and Sloane (1986) found that the labour market behaviour 
of unemployed women was "in accord with traditional assumptions about 
married female behaviour", but only with respect to the older women. 
Studies have often incorrectly treated married women's income as 
supplementary to the total family income when, in many cases, it is 
necessary for a family's survival. 
As with the Australian studies, the overseas literature is also 
contradictory. Mackay and Reid (1972) found married men were 
unemployed for a shorter period of time than single men, but found no 
relationship for dependants. Herron (1974:69) claims "it was men with 
little or no family responsibilities who tended to be out of work 
longer." Mackay et al. (1980) reveal the importance of delineating 
between married men with and without working wives, as the 
continuously unemployed were more likely to have working wives. 
American research from Lipsky (1970:203) did find "the larger the 
number of dependants, the shorter the period of unemployment for 
workers in this sample." Herron (1975) declares that Dorsey: 
provides the best evidence in support of the hypotheses 
which relate marital status to post-redundancy unemployment 
and showed that married men whose wives were not working 
spent less time unemployed than married men with working 
wives, but both spent less time unemployed than single men. 
The results of this study are in accord with the hypothesis that 
unemployment will be briefer for those workers with dependants. 
Table 4.9 shows, for those workers who were out of work for a 
relatively short time (less than 3 months), that there was a marked 
difference in the rate of unemployment between those employees with 
dependants and those without (41 per cent and 25 per cent 
respectively). 
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TABLE 4.9 
UNEMPLOYMENT DURATION BY RETRENCHED EMPLOYEES 
WITH OR WITHOUT DEPENDANTS 
(Column Percentages) 
Unemployment 
Duration 
Not unemployed or 
less than 3 months 
3-9 months 
9-15 months 
Yes 
(n = 95) 
41.0 
45.3 
13.7 
Dependants 
No 
(n = 81) 
25.3 
42.2 
32.5 
The differences are also apparent for those who were out of work 
for a long time (over 9 months). For those with dependants, 
13.7 per cent were unemployed but the percentage without dependants 
was much higher (32.5 per cent). The hypothesis concerning marital 
status is also supported in the sense that nearly double the 
percentage of married persons as single persons obtained work 
comparatively soon after the redundancy, and nearly twice as many 
single persons remained out of work for more than nine months after 
the retrenchment. However, this study found no difference in the 
unemployment rate for married persons with a spouse working and those 
without, which may indicate there is considerable urgency for couples 
without high incomes to have both partners working. The results are 
presented in Table 4.10. 
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TABLE 4.10 
UNEMPLOYMENT DURATION BY MARITAL STATUS AND SPOUSE WORKING 
(Column Percentages) 
Unemployment 
Duration 
Not unemployed or 
less than 3 months 
3-9 months 
9-15 months 
Birthplace 
Marital 
Married 
(n = 150) 
36.2 
44.3 
19.5 
Status 
Single 
(n = 26) 
19.2 
46.2 
34.6 
Spouse 
Yes 
(n = 52) 
34.6 
40.4 
25.0 
Working 
No 
(n = 98) 
35.7 
46.9 
17.3 
Most redundancy studies, including British and Australian, have 
overlooked ethnicity as a factor in explaining unemployment duration. 
The British studies may exclude the influence of ethnicity because 
they consider their sample to be ethnically homogeneous. The 
Australian research of Curtain and Hopkins (1984) does not ignore 
ethnicity. They found that migrants from the Middle-East and the 
Asian Pacific region had the highest proportion of individuals wanting 
work. The individuals surveyed were not recent migrants as, on 
average, the Asian Pacific group had been in Australia for 5.2 years 
and the Middle Eastern group had been in Australia 20.6 years. This 
is also the case with the present study, which found that less than 
5 per cent of the sample had lived in Australia for less than 
seven years. Because of the small percentage born outside Australia 
and Britain (14 per cent) and the long-term residence status of the 
great majority, ethnicity does not appear to be an important factor in 
influencing and explaining variations in the length of unemployment. 
The following Table 4.11 shows that a lower percentage of persons 
born outside Australia and the British Isles (24.0 per cent) obtained 
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employment within three months of being retrenched, and persons born 
in Australia had the lowest rate of long-term unemployment 
(17.0 per cent). These results are similar to most studies which 
examine the influence of racial or ethnic background on re-employment 
success. 
TABLE 4.11 
UNEMPLOYMENT DURATION BY ETHNIC BACKGROUND 
(Coliimn Percentages) 
Unemployment 
Duration 
Not unemployed or 
less than 3 months 
3-9 months 
9-15 months 
Australia 
(n = 123) 
33.3 
49.7 
17.0 
Birthplace 
Britain 
(n = 28) 
46.4 
14.3 
39.3 
Other 
(n = 25) 
24.0 
52.0 
24.0 
American studies focus primarily on the differences in 
unemployment rates between whites and blacks. Cornfield (1981) points 
out that certain ethnic groups such as Hispanics and blacks, "have the 
personal characteristics which correspond most closely to the 
procedural criteria for laying off workers and are more likely than 
others to be laid off." Palen and Fahey (1968:238) found, at the 
time of the interview, that 60 per cent of the blacks were unemployed 
compared with 39.9 per cent of whites. However, they did not find 
race to be significant in their multiple regression. Aiken et al. 
(1968) notes that blacks are more likely to be unskilled, which may be 
related to their racial background. 
im 
Post-redundancy Non-wage Income 
Non-wage income received after the retrenchment includes 
superannuation, severance pay, holiday and long service leave. Income 
levels have been collapsed into the following categories: a low 
income of less than $3,000; a middle income of $3,000 to $20,000; and 
a high income of over $20,000. 
The results of Table 4.12 do not support the hypothesis of 
earlier British researchers that, when redundant workers receive a 
large payout, the length of unemployment will be longer because of 
reduced financial pressure. This view maintains that the worker is 
more "choosey" in his or her job search behaviour under these 
circumstances, and is more likely to take a well earned rest. 
TABLE 4.12 
UNEMPLOYMENT DURATION BY NON-WAGE INCOME 
(Column Percentages) 
Unemployment 
Non-wage Income ($000) 
No 
Duration < $3 $3-10 $11-20 Over $20 ^^P'^y 
(n = 55) (n = 17) (n = 29) (n = 39) (n = 36) 
Not unemployed 
or less than 
3 months 20.0 41.2 48.3 47.2 25.6 
3-9 months 60.0 47.0 27.6 22.3 43.7 
9-15 months 20.0 11.8 24.1 30.5 30.7 
As more than 22 per cent of respondents did not answer the 
question on how much they received in a lump sum after the termination 
of their employment, the generalisations that can be made from the 
above table are limited. It certainly was not the case, however, that 
a large payout was an indication that the employee would stay out of 
work longer, because nearly half (47.2 per cent) of those who received 
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lump sums in excess of $20,000 had obtained employment within 
3 months. In contrast, only one-fifth (20 per cent) of those 
receiving the lowest payout (less than $3,000) experienced less than 
3 months' unemployment. 
The early British studies examined the effect the Redundancy 
Payments Act had on the job search behaviour of retrenched workers, as 
it was feared the institutionalisation of this scheme would lead to 
longer-term unemployment; however, most of the studies have indicated 
that this was not the case. Discussing the effect of redundancy 
payments on unemployment, Wedderburn (1964:80) asks, "Did this fact 
make them less worried about looking for jobs quickly? There was 
little doubt in our minds that it did play some part." However, she 
qualifies this statement by adding: 
At the same time we were not altogether happy to accept this 
as the whole explanation. We certainly also felt that a lot 
of men were not looking for jobs, there was also a strong 
suspicion that the jobs were not there to be had even if 
they had looked. 
After carefully examining entitlement pay and the dates that railway 
men started new jobs, she concluded that there was little evidence to 
suggest the payment had any significant effect on delaying the return 
to work. 
Herron (1975) and Mackay and Reid (1972) also assert that the 
size of the redundancy payout had virtually no effect on the time out 
of work experienced by the employees. 
Job Search 
The complexity of the different facets of job search behaviour 
and how it might affect unemployment duration after redundancy, is 
addressed by Mackay and Reid (1972), who identify the following 
factors: the stage at which job search begins in relation to 
redundancy; the intensity of the job search; the number and types of 
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job search methods used; the expectation as to the possibility of 
regaining the redundant job; and the expectation as to the type of job 
the retrenchee is likely to obtain. 
In any analysis of how workers obtain employment, the primary 
question concerns the timing of the job search. A more effective job 
search by the employee may minimise the period of time out of work. 
In the sample (see Table 4.13) there were considerable differences 
between the workers with regard to when they commenced looking for 
work. This is, of course, partly a consequence of the differing 
period of notice given. 
TABLE 4.13 
TIMING OF JOB SEARCH BY UNEMPLOYMENT DURATION 
(Column Percentages) 
Unemployment Duration 
Timing of Search Not unemployed 
or < 3 months 
(n = 40) 
45.0 
37.5 
17.5 
3-9 months 
(n = 79) 
46.8 
32.9 
20.3 
9-15 months 
(n = 38) 
39.4 
36.9 
23.7 
Before redundancy 
Immediately after 
Some time after 
Note: 10.8 per cent of the sample were out of the workforce. 
Slightly under half (44.6 per cent) of the interviewed began 
looking for work before they left the firm from which they were 
retrenched, compared with just over half (55.4 per cent) who began 
looking after leaving their firm. The time at which displaced workers 
started looking for work after the redundancy appears to have made 
very little difference to the length of unemployment experienced. Of 
those workers who looked for a job before the retrenchment, marginally 
more (45.0 per cent) obtained a job fairly quickly (less than 
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3 months) in comparison to the number (39.4 per cent) who suffered 
long-term unemployment (over 9 months). Again, there are only slight 
differences in the period of unemployment experienced by workers who 
looked for employment immediately or soon after the retrenchment. 
Further, the factors of skill, age or sex did not reveal any 
significant differences between workers. 
Surprisingly, not all the major redundancy studies have 
considered the timing of the job search as a factor in understanding 
length of unemployment (e.g. Martin and Fryer, 1973 in Britain and 
Curtain, 1985 in Australia). However, other important overseas 
research has found the timing of the job search to be a very important 
factor, which is in direct contrast to the findings of the present 
study. Reid (1972) closely examines the job search activities of a 
large sample of 876 workers who became redundant from the metal trades 
in the West Midlands from 1966 to 1968. He discovered that, for men 
and women, there was a tendency for workers from the higher skilled 
groups to look for work earlier than those from lower skilled groups. 
A second factor, that proved significant in determining when a worker 
began looking for work, was age: there was a marked difference 
between the work-seeking behaviour of those under 50 and those over 
50 years, with the younger workers more willing to take the first 
available job. 
Mackay and Reid (1972), analysing the results from the same 
sample, distinguish between two types of job seeker, labelled 
"Sticker" and "Snatcher", who adopt different job strategies and, 
therefore, experience different periods of unemployment. "Stickers" 
attempt to obtain new employment similar to the redundancy job, while 
"Snatchers" take whatever work is available and, therefore, suffer 
less unemployment but accept, frequently, a large drop in wages. The 
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latter are usually multiple job changers who, in the longer term, seek 
employment comparable to the redundancy job. "Snatchers" were found 
to average only 6.19 weeks of unemployment compared with "Stickers" 
who averaged 14.32. Mackay and Reid further report that displaced 
workers who looked for a job before leaving the firm experienced only 
5.52 weeks of unemployment, while those who began looking for work 
after leaving were unemployed for 17.83 weeks. Discussing the 
multiple regression analysis, the authors state: 
Indeed this variable [when looked for work] contributed more 
to R than any of the other variables ... apart from the 
combined age dummies (1972:1266). 
Similar findings are reported by Herron (1975) and Daniel (1972). 
In America, Lipsky (1970:1980) also supports these findings. 
According to Lipsky's research, 90 per cent of those who began looking 
for work before the lay-off were employed within four months while, of 
those who sought employment immediately after the redundancy, only 
40 per cent were employed within the same period of time. Another 
American study by Foltman (1968:46) reports a similar finding. 
Research in Australia confirms these overseas findings. Deery et al. 
(1986:186) found: 
If workers delayed their job search until after redundancy 
it ... would seem to indicate the clear advantage of being 
an "early starter" and commencing the search for new 
employment as soon as possible after notification. 
Kriegler and Sloane (1986) came to a similar conclusion. 
The following important conclusions can be drawn from these 
research studies on redundancy: a longer period of notice facilitates 
quicker re-employment; and the role of the Commonwealth Employment 
Service in assisting retrenchees at the earliest possible time is 
crucial. Smith (ACOSS, 1978:51) states: 
It can be assumed when workers are to lose their jobs they 
need a period of time in which to readjust to their new 
situation. They need to get used to the idea of changing 
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jobs and to consider different alternatives open to them. 
Ideally this period should be while they are still in 
employment rather than when out of work. Thus a critical 
factor is length of notice. 
Folbe et al. (1984) closely examined the effects of plant 
closings on unemployment rates in the State of Maine, USA from 1971 to 
1982, and found that advance notification does significantly lower the 
unemployment rate following closure. However, as with the present 
study, the research of Wooden and Sloane (1987) into the closure of 
Rowntree-Hoadley in South Australia did not find the timing of the job 
search to be a significant factor. 
Why was the timing of the job search not important for 
determining the length of unemployment in the present study? 
One reason may have been that the advance notice given, for both white 
and blue collar workers in the two major case studies of GMH and 
Malleys, was the same. Many overseas studies have found a significant 
difference in job search methods because of the difference in the 
length of notice given to the occupational status group, with staff 
usually being notified well before the shop-floor employees. The 
better employment conditions enjoyed by white collar workers allow 
them to begin job-seeking early, while blue collar workers are 
hindered from doing so because the time taken off for this purpose 
will be deducted from their wages. In this study, however, advance 
notice of over four weeks was given to all employees at Malleys, GMH 
and Commsteel. 
A second point which should be taken into consideration is that, 
because of the very long duration of service of most of the 
retrenchees, a small minority of the skilled and staff employees at 
GMH and Malleys felt they deserved a holiday and consequently did not 
immediately seek re-employment. Finally, because of the age profile 
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of the sample, no comparison can be made with the job seeking 
behaviour of workers under 30 years of age, who have been shown to 
seek re-employment sooner than their older fellow workers. 
Another variable used for understanding the influence of job 
search on unemployment length is the intensity of the search, which 
is usually measured by the number of employers contacted within a 
certain period; however, few studies have found it to be an important 
factor for understanding long-term unemployment, and it was not used 
in the present study. For example, Herron (1975:67) points out that 
the coefficients obtained for job search intensity were small and, 
therefore, the time spent contacting an extra employer had only a 
small effect upon the period of unemployment. He accurately states: 
"The number of employers contacted by itself, cannot be taken as a 
reliable indicator of motivation since it will be affected by a man's 
'employability'." It is important to expand upon this assertion by 
stating that job search behaviour will also be governed by such 
factors as the perceptions the worker has of the labour market and how 
marketable his or her skills are for future employers. 
Means of Re-employment 
There was considerable pessimism among the retrenched concerning 
their future job prospects, particularly with regard to obtaining 
comparable status and wages to their previous employment. Conversely, 
there existed a strong desire by most to maintain their respective 
skill position; many stressed they would only consider work relevant 
to their previous experience. 
Job expectations were lowest amongst older workers (those over 
50 years) and they showed considerable despair in discussions 
concerning their future prospects. Some confessed they were willing 
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to accept, or had actually accepted, a drop in wages or salary of over 
$100 per week. 
Another important factor for understanding the job search 
behaviour of some of the retrenched workers was their expectation that 
the plant from which they had been laid off would soon rehire them. 
This was particularly true in the case of the meatworkers, many of 
whom waited anxiously, month after month, for the meatworks at Bremer 
River to reopen. 
There were differences in the job-seeking techniques of the 
occupational groups. The methods used by the manual workers varied 
considerably: in addition to relying on the Commonwealth Employment 
Service (CES) and newspaper advertisements, they were supplied with 
information by relatives, friends and acquaintances. On the other 
hand, the staff employees primarily utilised the employment service 
and newspaper advertisements in their search for work. Table 4.14 
reveals the variation between the white and blue collar employees in 
the means adopted to find a job. 
TABLE 4.14 
METHODS USED BY RESPONDENTS IN OBTAINING PRESENT OR LAST JOB 
SINCE RETRENCHMENT 
(Column Percentages) 
Method Used 
CES 
Newspaper advertisement 
Personal contacts 
Direct application 
Approached by employer 
Private agency 
Trade union 
White 
Collar 
(n = 28) 
14.3 
42.7 
21.4 
3.6 
7.2 
7.2 
3.6 
Blue 
Collar 
(n = 99) 
21.2 
18.2 
39.4 
7.0 
6.1 
0.0 
8.1 
Total 
(n = 127) 
19.7 
23.6 
35.4 
6.3 
6.3 
1.7 
7.0 
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More manual workers found jobs through relatives, friends and 
acquaintances than through any other method of job seeking 
(39.4 per cent), whereas advertisements were the most common and 
successful means of obtaining new employment for white collar workers 
(nearly 43 per cent of the redundant staff employees obtained work in 
this way). "Personal contacts" was the second most successful means 
of obtaining work, with one in five of the staff (21.4 per cent) 
utilising this source of information; however, for manual workers, the 
CES was the next most important means with, again, approximately 
one-fifth (21.2 per cent) successfully utilising this method. 
In general, the findings are similar to those of most of the 
local and overseas studies in confirming the crucial role of informal 
methods for obtaining work after retrenchment, especially for manual 
workers. However, the informal methods of using personal contacts or 
applying directly to the employer, are not as evident in this study as 
in other research. For example, Martin and Fryer (1973) found 
68 per cent of manual workers obtained employment through informal 
methods. In Wedderburn's (1965) research, this figure was 
70 per cent, whilst two-thirds of the manual workers in Herron's 
(1975) study utilised this method. 
Alternatively, the formal methods of seeking work, by responding 
to newspaper advertisements or using the government employment 
service, have usually rated lower in other redundancy studies than in 
the present research. Employees obtaining employment through the 
Labour Exchange Service in Britain have consistently been shown to be 
only a small percentage of the respondents studied. For example, only 
one in ten of Herron's (1975) sample found work through the Exchange 
and only 15 per cent of the interviewed in Kahn's (1964) study found 
it through this means. Martin and Fryer (1973) and Parker (1971) also 
report very similar findings. 
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Reports of the performance of the Commonwealth Employment Service 
(CES), in Australian studies, have also not been particularly 
positive. Curtain (1985) states that only 15 per cent of respondents 
were able to find work through the CES. The ACOSS study by Smith 
(1978:55) gives a figure of only 5 per cent and Deery et al. (1986) 
report the dismal finding of no respondents having been successful as 
a result of the efforts of the CES. The present study, however, is in 
accord with the majority of the literature which shows more blue 
collar than white collar workers use the CES. At first, this appears 
to contradict the earlier finding, of blue collar employees relying 
more heavily on informal job seeking methods; however, it is explained 
by broadly dividing the job search behaviour of manual workers into 
categories of those who quickly obtain employment through informal 
means (usually younger and more skilled) and those who rely upon the 
CES as the source of jobs of last resort, after all other contacts 
have failed. In addition, white collar employees rely more on job 
advertisements than on the CES; for example. Curtain (1985) found 
10 per cent of white collar, and 17 per cent of blue collar workers, 
used the CES to obtain re-employment, and Foltman (1968) and Martin 
and Fryer (1973) support these findings. Further, older workers use 
the public employment service more heavily than younger workers, which 
is not simply due to the greater capacity of the latter to obtain a 
new job quickly, but may also be related to the fact that older 
workers use less diverse and intense forms of job search than young 
job seekers. 
Although more older workers relied upon the CES, very few 
believed it to be a successful means of finding work, and there was 
widespread criticism of the service provided, especially of the way 
the "older" employee was treated. There were some pessimists who did 
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not expect the employment service to find suitable work for them, 
describing the service as "hopeless" or "useless". Some of the 
displaced felt the CES was primarily for the "work shy", the "dole 
bludger" and people lacking initiative. Wedderburn's (1965) 
concluding statement on her respondents' view of the Employment 
Exchange is very relevant to the present research: 
The men's attitude to the employment exchange was very often 
that you couldn't expect to get jobs from them either 
because there were no jobs to be had, or because employers 
did not notify the labour exchange of any good vacancies, 
and decent jobs were only to be found through other 
channels (1965:137). 
When Herron quizzed his respondents on their "image" of the 
employment service, it was most frequently described as a place from 
where the dole is collected and as a "place for layabouts". Reid 
. (1972) discovered very similar sentiments: only about one-third of 
the respondents in the two studies considered the employment service 
"useful" and only 10 per cent were satisfied with it. What Herron 
considered to be extraordinary was the insensitivity of many of the 
respondents themselves to the plight of the unemployed, particularly 
when many had experienced great difficulty in finding work. In 
Australia, Smith (ACOSS, 1978), discussing the job search behaviour of 
migrant women retrenched from a clothing factory, discovered that, due 
to language difficulties and lack of information, very few used the 
CES and, of those who did, only 32 per cent thought the advice had 
been useful. Vipond (1982:63) has revealed that, often, the CES did 
not have adequate information about low skilled occupations from the 
local area. 
It is not surprising that there is much, and often unfair, 
criticism of the Commonwealth Employment Service. Many attractive 
vacancies are not given to the CES by employers and, as a consequence. 
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workers find informal methods of job search more productive. One of 
the implications of the high unemployment rate of the last ten years 
is that insufficient vacancies are available for applicants which, 
inevitably, means many experience frustration and despair. In 
addition, the CES has the difficult task of finding placements for 
those applicants who are the most vulnerable to long-term 
unemployment, that is, the least skilled and older workers. 
Why did a higher percentage of the present sample use a formal 
means of obtaining employment than in most other redundancy studies? 
Firstly, the CES established an office at the GMH plant prior to the 
shut-down, in order to provide early assistance in job seeking. 
Secondly, the long-term service of the great majority of the sample 
could indicate that most of the retrenched would not have had the 
extended informal social network so necessary for finding another job 
quickly. Thirdly, associated with the long-term service, is the aged 
nature of the sample, as other studies consistently show more frequent 
use of the CES by the older worker. 
Finally, an important finding by Curtain (1985) is the 
statistically significant differences for unemployment duration 
between the CES offices at which the retrenchees had initially 
registered: there was a low proportion of employed among those 
registered at Bankstown and Liverpool, and a high proportion of 
employed among those registered at Fairfield and Campsie. Curtain's 
findings show the need for retrenchment research to examine closely 
the local labour markets of the large metropolitan regions, in order 
to understand differing employment outcomes. 
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Conclusion 
It has been shown in this chapter that the unemployment 
experience of redundant workers was shaped by structural and personal 
factors. In discussion of the former aspect, the overseas and local 
economic situation which existed at the time the retrenchments 
occurred and the industrial context and the economic sector position 
of the firms studied were examined. When the personal experiences of 
the retrenched were outlined, it was shown that the nature of 
respondents' former employment position, their degree of financial 
security, and wider societal values, all influenced the way they 
reacted to unemployment. 
In order to understand the causes for variations in unemployment 
duration, it was necessary to test the validity of a number of 
personal factors which are often cited as reasons. In this study, it 
was found that the most important influences on length of unemployment 
were: age, skill, and marital status (with and without dependants). 
It was shown that the older job seekers encountered greater difficulty 
in regaining employment, as more than one-third of the respondents 
over fifty years of age experienced long-term unemployment in 
comparison with one-sixth of each of the other age categories. 
With regard to skill, it was evident that the semi-skilled 
workers were more likely to obtain re-employment within a shorter 
period of time than workers in the other skill groups. The findings 
on the influence of marital status on unemployment duration were in 
accord with the results of other redundancy studies. Clearly, the 
period of unemployment was briefer for married men, which was 
undoubtedly related to their greater financial responsibilities. 
There was also a marked difference in the unemployment rates of these 
respondents with and without dependants, which were 41 per cent and 
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25 per cent respectively. The employment status of the retrenched 
worker's spouse did not appear to have any bearing on unemployment 
duration. 
The major areas of interest in the study - management and 
authority and the employment and unemployment experiences of the 
retrenched - have been dealt with generally in the three previous 
chapters. In the three following chapters, these three aspects, 
together with the role of the trade union, are more specifically 
related to the case studies on retrenchment in South-east Queensland 
firms, taking into account the historical and industrial context in 
which the retrenchments occurred. 
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Notes to Chapter 4 
1. The reserve army manifested itself in four forms: floating, 
intent, stagnant and pauper. These forms are not part of the 
lumpenproletariat category. See Taylor (1986) and Schervish 
(1983) for a discussion of the reserve army concept. 
2. A detailed discussion of unemployment trends in Australia can be 
found in Howard (1997), Jamrozik (1988) and Gregory (1984). 
3. Australian Bureau of Statistics Catalogue 6203.0, August 1984. 
4. Australian Bureau of Statistics. 
5. Lipsky (1970) discovered that, among the retrenched "Walter 
Baker" workers, those over 55 averaged 23.6 weeks of 
unemployment, while those under 25 averaged only 6.0 weeks. 
#. Ireland (1980), after investigating the subsequent employment 
opportunities of laid-off workers from the Pagewood plant in 
Sydney, claimed that 35 years appeared to be the turning point; 
however, this is younger than the age cited in most other studies. 
7* See also Hughes (1974) for a discussion on the importance of 
advance notice. 
8, See the work of Morris (1987) and Martin and Fryer (1973) where 
the strength of family and social ties is an important factor in 
determining labour mobility. 
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CHAPTER 5 
THE GMH CLOSURE AT ACACIA RIDGE 
The closure of a Brisbane vehicle assembly plant at Acacia Ridge 
by the giant transnational corporation General Motors is the focus of 
this case study. Firstly, the authority relations between management 
and exployees during the winding down of the operations of the plant, 
and the handling of the redundancy by management, are examined. 
Secondly, the role of the trade unions in negotiating a redundancy 
package, and relations between the major unions, are considered. 
Finally, the employment and unemployment experiences of the GMH 
workforce, before and after the closure of the plant, are analysed. 
Background 
The General Motors Corporation (GMC), of which GMH is a 
subsidiary, was formed in 1908 by William Durant, who raised capital 
of $12.5 million. Within a year of establishing the company he had 
bought out Buick, Oldsmobile, Oakland and Cadillac. In 1918, the 
Corporation merged with Chevrolet and soon became the largest car 
manufacturer in America. 
General Motors Holden was formed in 1931 as a result of an 
amalgamation between GMC and the Adelaide-based company, Holden Motor 
Body Builders. GMH produced its first car in 1948, the Holden 48-215. 
During the 1950s, it dominated the car sales market and, in 1958, it 
accounted for over 50 per cent of all car sales. Throughout the 1960s 
and 1970s, it was the largest vehicle manufacturer in Australia, with 
a workforce of over 26,000 in 1973. Market rivals during this period 
were Ford, BMC, Chrysler and Volkswagen; however. Ford was the only 
competitor still in existence in the 1980s as British Leyland and 
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Volkswagen suffered severe losses and, in 1973, ceased manufacturing 
in Australia. Chrysler, after reporting a $50 million loss in 1978, 
was taken over by Mitsubishi. GMH's continuing success came to a 
sudden halt in the late 1970s; by 1978 its workforce had declined to 
22,000 and the company was no longer making a profit. Production of 
vehicles had shrunk from 200,000 in 1974 to 150,000 in 1978.'^  
The change in the fortunes of GMH began with a lowering of the 
tariff barriers and a decrease in protection for local manufacturers, 
3 
which were initiatives introduced by the Whitlam government. The 
lowering of protection for the local industry in the 1970s resulted in 
increased competition with overseas car companies, particularly 
Japanese. A further decline in the fortunes of GMH occurred with 
government approval of local manufacture for the Japanese companies of 
Mitsubishi, Toyota and Nissan. 
The above changes led to a greater splintering of the market and 
to an increase in the range of car models, both local and imported. 
One implication for local manufacture was that it became difficult for 
producers to reach high volume production on any single model in what 
was, by world standards, a small market. In the decade from 1972 to 
1982, there was a dramatic fall in the employment rate: in 1971/1972 
52,071 people were employed, of whom 94 per cent were male; however, 
by 1981/1982 only 36,593 people were employed, representing a decline 
of almost 30 per cent. 
During the early 1980s, the world economy was in recession and 
there was a sliimp in the car industry. The profitability of most of 
the Australian manufacturers was reduced by price discounting within 
the industry and this trend became more widespread as the economy 
worsened. The total loss suffered by Mitsubishi in 1982 and 1983 was 
$37 million. GMH's position was even more critical: in 1982 
production had dropped further, to 140,000 vehicles, and the company 
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had a debt of $126 million. Marketing mistakes were partly to blame 
for the deepening financial crisis facing the company, but GMH 
suffered primarily because of the different circumstances that had 
overtaken the motor industry. Japanese manufacturers were able to 
import thousands of additional Japanese built cars, while GMH 
struggled to continue manufacturing with a production system geared 
to the environment of the 1960s. 
In 1980, the company closed its Western Australian plant and the 
Sydney plant at Pagewood in 1980. A year later, rumours started that 
GMH was going to close Woodville in South Australia and Acacia Ridge 
in Queensland within the next couple of years. (These reports were 
o 
strongly denied by the Public Affairs Manager for GMH. ) Because of 
the financial losses (debts totalled $480 million in 1983), management 
began using a variety of methods to reduce its workforce, including: 
natural attrition, voluntary retirement and retrenchment of casuals or 
short-term employees. As a result of these measures, the workforce 
dropped from 18,000 in 1980 to 14,500 in 1983. 
The crisis facing the company led to a meeting of the Board of 
Directors in May 1983, after which a four-year rationalisation 
programme, in which the company would invest over $400 million to 
restructure its enterprises, was announced. The Board stated there 
would be no changes involving the existing assembly plants; however, a 
few months later, in August 1983, GMH suddenly sacked 633 employees 
from plants in Victoria, South Australia and Queensland (80 were 
dismissed from Acacia Ridge) despite declaring, after 1,400 early 
retirements in May, that no further job cuts were planned. The 
decision was denounced by the Federal government, with the Employment 
and Industrial Relations Minister condemning the short notice 
(one day) given by GMH to its employees, which had precluded any 
9 
prior consultation with the unions or government. 
218 
A meeting was arranged between management and the ACTU at the 
Melbourne Arbitration Commission to discuss the sackings, but the 
management delegates failed to attend. More than 300 AMFSU members 
took part in a protest march and held stop-work meetings; however, the 
VBEF had refused to take part in any protest. 
On 16 September, 1983, the Managing Director of GMH, when 
interviewed on a television current affairs programme, stated that GMH 
would continue modernising its facilities and adjusting its 
re-employment programme to meet the challenge from rival car 
manufacturers and added, "But we would anticipate and hope this can be 
done with normal attrition so we won't have to retrench more 
n 1,10 people. 
Three weeks later, however, on October 7th, a public announcement 
was made by the General Manager of GMH in Melbourne that the Acacia 
Ridge factory would close within one year. The 880 workers employed 
at the company were notified of the decision to shut down the factory 
in a two-page document (see appendix). The Federal Labor government 
and opposition criticised the decision; however, the government took a 
positive stance with regard to GMH's decision to restructure and 
re-invest in Victoria and South Australia. The Prime Minister had 
said that the loss of employment at Acacia Ridge would be offset by 
increases in employment in South Australia and Victoria. However, the 
New South Wales Secretary of the VBEF said the decision to close had 
shown that: 
GMH holds the Australian car industry and Australian people 
in contempt. For the past three years GMH had enjoyed 
tremendous benefits and concessions including high tariffs 
and quotas and earned tremendous profits. 
The New South Wales Secretary had explained that assembly plants were 
closing, and motor vehicle employees were being retrenched, because of 
government support for the export Credit Facilitation Scheme which had 
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been implemented by the Fraser government and retained by the Labor 
government. Under this scheme, if a motor company in Australia 
exported some of its manufactured parts, it obtained credits to bring 
other parts into Australia, duty-free. The scheme became government 
policy after GMH directly lobbied the Fraser administration for its 
introduction. The scheme enabled multinational companies to export 
engines they had manufactured in a highly automated plant with a low 
labour content. Components were then imported which had a high labour 
content but were made in Asian plants where low wages were paid. As a 
result, there was a rapid fall in GMH's workforce: between 1979 and 
1983 it had reduced by 9,000, and between 1982 and 1983 it had 
decreased by 3,000. 
The decision to close the plant was looked upon as a severe blow, 
not just to the local economy encompassing the southern Brisbane 
suburbs, but to the State as a whole. The Premier of Queensland 
declared that GMH would "rue the day they went to a socialist state" 
and he banned all future government purchases of GMH vehicles. He 
also accused the Prime Minister of offering inducements, "socialist 
bribes", to GMH to close its Acacia Ridge plant, an assertion which 
was denied by the Prime Minister. 
Several important developments occurred in the motor industry 
during the twelve-month period between the announcement and the 
closure of the factory. A retrenched tradesman belonging to the AMFSU 
in Adelaide began a legal challenge against GMH's right to retrench 
12 him, but the action failed. 
A second setback for the metal-work employees and their union, 
the AMFSU, was the failure of a three-week strike by 800 tradesmen in 
Victoria for a higher redundancy pay from GMH, although the company 
promised to negotiate on the union's claim that retrenchments from the 
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Fisherman's Bend plant occur first, through voluntary resignations, 
before any transfer or sackings. (GMH planned a further 
13 3,000 retrenchments after 1984.) 
The major event of 1984 for the motor industry was the 
introduction in May of the Federal government's "National Car Plan". 
The Plan included an intention to phase out quotas on imported cars 
and to reduce tariffs between 1985 and 1992. It was also intended, 
within the Plan, to reduce the number of car manufacturers from five 
to three during the same time period and the number of models from 
thirteen to six, thereby enabling high volume production on fewer 
14 
models. The government also allocated $150 million for motor design 
research and, importantly for General Motors, retained the export 
credit scheme. In 1981, the Fraser government had put forward its 
"Post-1984 Plan for the Motor Industry" under which GMH had benefited 
by the doubling of the Export Facilitation rate from 7.5 per cent to 
15 per cent. Before the Labor government car industry plan was 
announced, GMH had threatened to close its $350 million car engine 
plant in a bid to get a favourable deal in the Plan, especially with 
regard to the Export Credits. 
There was obviously an urgent need for the development of a 
long-term government plan because of the confused, ad hoc and 
complicated nature of former government policies. In the past, the 
industry had enjoyed very high levels of protection which had resulted 
in higher prices for Australian and imported cars, thus leading to an 
inefficient industry and considerable costs for the consumer. The 
Labor government's "National Car Plan" attempted to confront and 
overcome the disadvantages Australian car manufacturers encountered in 
having considerable duplication of production facilities and small 
production runs which prevented them from taking advantage of 
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economies of scale achieved through mass production. The world car 
industry had undergone considerable change in the ten years prior to 
1984. Internationally, the motor industry had become more 
concentrated, with the large multinationals buying shares in the 
smaller car firms. For example, GMH, in 1971, acquired a 35 per cent 
interest in Isuzu, and Ford obtained a 25 per cent interest in Mazda 
in 1979. The "National Car Plan" was, therefore, in accord with the 
changes occurring overseas, and, by the end of 1984, GMH revealed that 
18 it was co-operating with Nissan by buying the Nissan Pulsar. 
At Acacia Ridge, in September 1984 (one month before the final 
closure), 557 wage and 86 salaried employees remained. During the 
previous twelve months, about 200 wage earners and 40 salaried staff 
had found other jobs, while three had been transferred interstate. 
GMH employed 102 casuals during the final months of production to make 
up the shortfall. Approximately 150 people were to stay on at Acacia 
Ridge for a few months after the closure date in order to shift cars 
and equipment. 
Soon after the closure of Acacia Ridge, GMH was relieved of its 
massive total debt of $30 million by its parent company. GMC was 
itself suffering severe losses and in 1986 it closed eleven American 
plants. 
Why Close the most Efficient Plant? 
Management's decision to close the Acacia Ridge plant appears to 
have been influenced by several important factors. Firstly, because 
of the continual large financial losses, falling sales and the 
economic recession, GMH needed to modernise and restructure its 
operations in order to increase efficiency. GMH had a greater number 
of plants which were more spread out than those of its major rival. 
Ford. Ford had a massive factory at Broadmeadows and, during the 
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early 1980s, its workforce of 12,000 was much leaner than that of GMH 
which had 18,000 employees. Many of the GMH employees interviewed 
believed that the factory was overstaffed at the supervisory and 
executive levels. 
Secondly, technology had been changing in the car industry, with 
the introduction of robots and other new production techniques, such 
as the new "shuttle system" introduced to the Elizabeth plant in South 
Australia as a new way of producing the body shell of the car or the 
introduction of the single point tooling process. The increase in 
automation meant that all production could go through the one plant if 
necessary whereas, under the old method of production, each State had 
demanded to have its own plant (the form of technology during the 
1950s and 1960s was not adverse to this arrangement). The plants were 
established when interstate transport costs were relatively high, so 
it was cheaper to operate decentralised assembly plants. 
Manufacturing activities were also split chiefly between the States of 
Victoria and South Australia. Body panels were pressed at Woodville, 
body hardware at Elizabeth, engines and other components at 
20 
Fisherman's Bend, and electrical components at Port Melbourne. 
Thus, as one senior manager explained: 
It is now a 'centralization' technology while in the past it 
was a 'decentralization' technology. It is changing and it 
will take over other car companies as well (1014). 
The production technology at Acacia Ridge was out of date. There 
had been some modernisation, but not enough to compete with the new 
robot technology overseas. Although the plant was built in 1966, and 
was the newest of the GMH plants, its equipment, which had been 
imported from overseas, was already ten years old. 
The third important factor contributing to the decision was the 
geographic isolation of Acacia Ridge relative to the other four plants 
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in Victoria and South Australia. By the time the Acacia Ridge plant 
had been established, other plants had already been set up to cater 
for the markets in the State in which they were located. However, the 
situation was to change as each plant specialised in producing a 
particular vehicle. Acacia Ridge constructed the Gemini, which had to 
be distributed throughout Australia. The company, therefore, had very 
long supply lines, with three-quarters of Brisbane's production being 
sent to southern States. In addition to distribution, another major 
problem for the factory in Queensland was the lack of a large 
manufacturing base for the components used for metal pressing or tin 
fabrication. Many components had to be brought up from the south and 
this created logistic problems because of the difficulty of 
transporting material, and delays or mistakes in supply were very 
costly for production. Finally, the concentration of the country's 
population in the southern states and the consequent larger markets 
there, also disadvantaged the Acacia Ridge plant. 
Many of the GMH employees disagreed with the reasons given above 
for the closure, arguing that the plant in Queensland consistently had 
the highest efficiency and quality control record of all GMH 
factories; it was the only plant which made a profit in 1983 and, each 
year. Acacia Ridge was one of the leading plants in the criterion of 
"economic performance" in an international comparison with other GMC 
factories outside the U.S. Further, the industrial relations record 
was far better than that of the southern plants. Many of the 
respondents argued against the assertion that the plant closed because 
of its isolation from the southern branches, on the grounds that the 
Brisbane factory was geographically closer to Japan than other 
assembly plants and was, therefore, at an advantage with respect to 
the importation of car parts. It was also felt that, as it was the 
most recent plant to have been established, it should have been the 
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one to receive the most advanced technology. Some argued that the 
real reasons for the shut-down were political, rather than 
organisational, as the Federal government favoured the Labor States of 
Victoria and South Australia, and the southern plants had conspired 
against the Queensland plant. The statements made by the Prime 
Minister and the Premier of Queensland at the time of the closure 
announcement would have encouraged such an interpretation. 
The Handling of the Retrenchment by Management 
After GMH had made the public announcement to close the plant at 
Acacia Ridge, feelings of anger at the careless manner in which the 
workers were told of the decision, were expressed. (Employees first 
heard of the decision on the radio rather than from the management at 
the plant.) A 55-year-old female clerk complained: 
Actually heard it over the radio, that was our 'official' 
announcement which we didn't think was very nice - 'Oh, 
well, there it goes, the Acacia Ridge is to close' (1040). 
Reactions to the decision varied considerably among the employees. 
Some of the older employees were actually pleased, because they were 
aware they would receive a generous redundancy payout. Even within 
this group, however, regret was expressed at the plant's closure, 
because of the effect this action would have on the economy of the 
local community and the problems other retrenched workers would face. 
An older male clerk explained: 
While I was sorry to see the plant close, I was not 
concerned for myself as I knew I would get a good payout 
(1047). 
An older supervisor also said: 
I was not worried for myself. I had been there from the 
very beginning of February 1966. I saw it from scratch and 
I began in receiving and ended in receiving. For a long 
time I had made plans for being self-employed. For others 
it is a tragedy as it created so much employment in the 
area. Acacia Ridge was built around GMH (1021). 
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The vast majority of the interviewed were both angry and distressed 
when they heard of the decision, particularly those in the "middle 
age" category (40-50 year old employees). This response was quite 
understandable considering that the prospects for re-employment of 
this group were very grim at that particular time; unemployment was 
very high, between 10 per cent and 11 per cent, and several other 
factory closures and large-scale retrenchments had occurred during the 
same period. A 42-year-old production worker said: 
I was very upset. I had bought my house in the area and 
felt secure. And then I woke up one morning and realised 
that the job I had held for fifteen years was no longer 
there (1015). 
On the strength of them saying it was not going to happen 
they let a lot of people put themselves into awful debt - I 
was very disappointed (1057) (younger fitter and turner). 
To be quite honest, I came home here, I read the letter and 
I am 52 and I cried, because it was the first time in my 
life that I had been sacked, and to me, even though I had 
been given twelve months' notice, I had been sacked from a 
job and I had never been sacked from a job - that's the way 
I looked at - it's retrenchment you know, but I was finished 
(1086) (older fitter and turner). 
You will appreciate that as the payroll supervisor I was 
present when hundreds of people were paid off progressively. 
We had a day-by-day procession there in October. Even when 
one person retires in the certain course of events there is 
a certain sadness but when you see a whole factory shut with 
people you have worked with for many years, it is very 
depressing and upsetting (1036) (older clerk). 
Others felt relief and resignation that the uncertainty was over: 
There had been two or three years of rumours so it was an 
anticlimax when the decision was announced, the tension was 
over. The management had denied it all the time (1046). 
A small majority of employees, at both the staff and shop-floor 
levels, had expected the announcement as the company had suffered 
large financial losses in the previous year. In addition, strong 
rumours that the company would close had been circulating for the 
previous three years, since the closure of the Pagewood plant in 
Sydney and extensive retrenchments at Woodville in South Australia. 
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For example, an article appeared in Motor Reporter in 1981 which said 
that a confidential report had stated that the company planned to 
close its Acacia Ridge plant, followed by its Woodville plant in 
Adelaide, over the next few years. This article was described as 
"rubbish" by the GMH public affairs manager. However, the New South 
Wales Vehicle Builders' Union Secretary stated that the report was 
"probably correct. It's in the general direction that GMH is 
. .,21 going. 
Suspicions of an imminent closure were further aroused in August 
1982, when the management retrenched approximately 80 employees. In 
this case, the white collar workers were offered voluntary redundancy 
packages, while production and maintenance workers were given 
immediate notice to leave. This earlier retrenchment reveals how 
management's treatment of the various occupational status groups 
within the organisation differed. For the white collar employees, a 
generous retirement package was offered, while the tradesmen and 
production workers were dismissed without notice (although they did 
receive four weeks' pay in lieu of notice). One of the supervisors 
expressed the view: 
GMH went downhill after the first retrenchments came. The 
place fell apart, there was not the same involvement. 
Depression set in during February 1983, you could not get 
people involved, there was not the same enthusiasm (1022). 
The great majority of AMFSU maintenance fitters had expected the 
decision because members of this occupational group would have been 
aware that the company's standards in maintaining and replacing 
equipment had dropped in the previous few years. 
On the other hand, a significant minority (41 per cent) felt 
genuine surprise when the decision was announced, despite the 
persistent rumours. This confidence that the plant would remain open 
was based on the company's good industrial relations record, its high 
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production levels and a belief in management's pe r s i s t en t denials of 
the rumours: 
Very surprised, I couldn't understand why I felt so sad, I 
think most people were, they had been there so long, it was 
very emotional (1003) (female clerk aged 38 years). 
No, it did not worry me that so many early retirements may 
have meant closure. There were rumours going around all the 
time but I did not think it would happen, actually I thought 
I was there for the rest of my working days (1086) (older 
fitter and turner). 
Reactions to the handling of the actual process of redundancy, 
that is, the winding down of the operations of the plant, varied 
greatly amongst the labour force of GMH. The twelve-month period of 
notice given to employees was certainly sufficient. A senior manager 
stated: 
One of the things that GM did do right and that was what no 
other plant in the world has been given, and that is 
twelve months' notice to its employees. It shows the 
confidence the company had in its employees and it allowed 
me to go into another area (1014). 
When the announcement was made, employees were told that the closure 
would not occur until some time in the second half of the year. 
Many employees expressed dissatisfaction at the failure of management 
to set a precise date for the closure, thereby creating a mood of 
constant uncertainty amongst the workforce. (The actual closure date 
was in November of 1984). 
They said sometime in the next twelve months but they did 
not give a date. Of course, we had twelve months of 
rumours, 'It's going to be Easter, someone down south has 
definitely seen this notice that it is going to be Easter', 
and then it would be July. All these rumours and it was 
terribly unsettling, a very unstable environment (1040). 
Because the redundancy at Acacia Ridge involved all employees, 
including management, the criterion used for retrenching workers was 
not easy to ascertain. What is certain is that management manipulated 
the shedding of its labour force to suit its needs and not those of 
its workers. If employees left before March 1984 they lost their 
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redundancy benefits. After this date, employees were given "time off" 
for job interviews and allowed to leave if they could show proof of 
having obtained alternative employment; however, those employees 
considered indispensable for the continued running of the plant (and 
this category included many employees) could not leave without loss of 
benefit: 
It was at the company's discretion. I had people working 
for me who had very good jobs offered to them but management 
would say no because there was not the replacement, so when 
November came around they were out of a job. It was badly 
handled (1023) (48-year-old supervisor). 
There were three aspects to management's handling of the 
retrenchment which created considerable opposition from employes and 
which, in many cases, led to a questioning of their working 
relationship with management and the belief that the GMH management 
"cared" for its employees. 
Firstly, employees expressed disappointment and resentment at 
the company's offer of transfers to southern plants, as those who 
actually applied for transfers soon discovered that the offers of 
employment were not genuine. Many complained that, over a period of 
months, when they inquired about their applications to the personnel 
department they received only vague replies or were told their 
requests were "still being looked at". As one younger executive 
complained: 
What annoyed a lot of people was that they made an 
announcement and it was in the press that everyone would be 
offered work in the south. We knew that was a lot of 
rubbish. What a lot of people did was to put their name 
down with personnel for a transfer and I was one of them. 
Nothing happened, I kept asking, 'What is happening?' 
Finally they said I would get a low position somewhere in 
South Australia (1006). 
A male clerk also expressed dissatisfaction: 
We were told, 'Yes, you could put in for a transfer,' but 
when we asked, 'Where are we going?' they would say, 
'Dandenong' one week and then 'Elizabeth' the next. The 
uncertainty seemed to cool any decision to go (1007). 
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What further infuriated employees was the false statement by GMH's 
Public Relations Department to the press and radio, that workers 
had refused offers of employment in southern plants. Eventually, a 
handful of employees were offered less senior positions interstate 
working on the production line and, as would be expected, the white 
collar workers and manual workers in senior positions rejected the 
offer. 
A second aspect of management's handling of the redundancy, which 
created considerable hostility among its long-term employees, was the 
decision made some months after the announcement to introduce a bonus 
scheme in order to reduce absenteeism. Under the provisions of this 
scheme, a bonus of $1,000 was given to all employees who did not take 
any sick leave between the date of announcement and the final closure, 
and $35 was deducted for every day absent. To many long-term 
employees who had accvimulated years of sick leave pay, this decision 
amounted to a questioning of their trustworthiness. Those employees 
who had been absent from work due to illness lost a substantial amount 
of their bonus: 
Now that caused a lot of strife because they did not 
announce that until after Christmas whereas the announcement 
was in October so before the sick pay bonus scheme was 
introduced a lot of people jumped in and took time off 
(1042) (younger production worker). 
A female clerk disagreed with the majority of her fellow workers: 
Some felt they should be paid sick leave owing to them. I 
don't see that as valid in itself. As far as I am concerned 
sick pay is something you only use if you have been sick 
(1040). 
As far as management was concerned, however, the strategy was very 
successful, with the company experiencing a very low absentee rate 
following the decision. 
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Finally, there was a hostile reaction from the bulk of the GMH 
labour force to management's handling of the redundancy package which 
stemmed from: 
(a) Management's reluctance during the first six months to negotiate 
with the unions to establish a redundancy package. Management 
stated that it would not negotiate until there was general 
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agreement between the unions on redundancy demands. 
(b) The company informed its employees that, because they had not 
reached retirement age, they would only receive back the amount 
they had contributed to their superannuation or pension fund plus 
3.25 per cent interest. In addition, the huge differences in 
payouts from the superannuation scheme for the white collar 
employees and the pension fund for the manual workers, reflected 
management's more favourable treatment of the higher status 
group. 
(c) Many workers felt dissatisfied with the redundancy provisions of 
the Vehicle Builders' Industry Award, which provided a redundancy 
package on the basis of two weeks' pay plus two weeks' pay for 
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every year of service. 
Final payouts to GMH employees varied enormously according to 
their occupational group, although separation pay was distributed on 
the same basis for staff and shop-floor employees. (This payment 
consisted of two weeks' pay plus an additional two weeks' pay for 
every year of service.) However, the huge variation in payouts was 
due to inherent differences in the staff superannuation scheme and the 
shop-floor "pension plan", and also to differences between the white 
collar workers themselves, because the general settlement was based on 
their age at the time of the closure. 
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Sixty per cent of the white collar employees received more than 
$40,000 and many received far in excess of that sum; however, no blue 
collar employees received over $40,000. In fact, over 70 per cent of 
the shop-floor workers received less than $20,000, whereas only 
15 per cent of the white collar workers received less than this 
amount. Differences in the amount received with respect to white 
collar workers were largely dependent on age, not the length of 
service. The effect of the disparity in the size of the final 
settlement for the occupational groups was that two-thirds of the 
staff employees were pleased with the payout, while only one-third of 
the blue collar workers described their payout as pleasing. An 
indication of the staff employees' opinion of the payment is given in 
the following statements: 
Good, although not as good as some organisations, but 
considerably better than others (1020) (male clerk aged 55 
years). 
I thought it was very generous myself. If a small corner 
store closes down because it goes bankrupt, they get 
nothing, so I think we are lucky (1047) (older male clerk). 
Generally, the blue collar workers were disappointed with the level of 
payment, which was a consequence of their being compelled to join a 
pension plan, rather than a superannuation scheme. Initially, the 
pension plan was a non-contributory scheme to which the company 
contributed a couple of dollars per week, although, a few years before 
the closure, employees could also contribute a small amount. The 
pension scheme had begun only as an insurance benefit in the event of 
death. On retirement, the shop-floor employee would receive only the 
equivalent of a year's salary. Most of the shop-floor workers 
received only between $2,000 and $3,000, which was a paltry sum 
compared to the amounts paid in the staff superannuation scheme. 
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A production worker said: 
A lot of guys felt disappointed because General Motors being 
such a big company world-wide - a multinational, it had the 
capacity to pay more (1053). 
A maintenance fitter complained: 
Everyone is under the same roof and they should be under the 
same scheme. That is a problem with GMH, there is a 
definite social ladder. 
The same man then went on to describe these differences in more 
detail: 
I'll give you an example, one fitter who started with them 
in town [the Valley] retired four years ago and he got 
$11,000 at 65 and he had been there 30 years, while a 
supervisor who had been there 32 years received $150,000 
(1081). 
Several manual workers felt they had not received a generous payout, 
but that it compared favourably with that given by most of the other 
factories that had closed in Brisbane: 
I know personally fellows who worked in certain firms and 
their companies fell on hard times, and they were dismissed 
with just one week's pay (1052) (38-year-old production 
worker). 
However, the division between those who felt they had been treated 
well, and those who were disappointed, cannot simply be made according 
to occupational lines, as age difference was also a relevant factor. 
In fact, it was the younger white collar workers, under 40 years, who 
expressed the greatest dissatisfaction. For example, one younger male 
staff employee felt: 
The superannuation was most unfair. It left a sour taste in 
a lot of people's mouths. If you were only 40 years old all 
you would get back would be your contributions plus 
3.25 per cent interest (1006). 
A female clerk described the "injustice" of the final settlement, 
which was determined according to a sliding scale based on age for 
workers between 41 and 55 years, as follows: 
I turned 55 in the May and would receive the full 
superannuation. Another woman, in the Finance Department, 
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is one year younger, and on a higher rate of pay, and yet 
she came out with far less than I did, simply because she 
was one year younger (1040). 
Another clerk explained: 
The problem was that their superannuation scheme was 
designed to discourage people leaving before they wanted you 
to leave and at the closure it was not changed at all 
(1037). 
Only one-fifth of the respondents stated they had financial 
commitments that were difficult to maintain after the redundancy. The 
remainder of the GMH respondents, however, did not experience any 
financial problems because they had been working a considerable length 
of time and were in a secure position at the time of the closure. 
Many GMH workers, both white and blue collar, were unhappy about 
the decision to close the plant and the actual handling of the winding 
down of the operations. However, major differences on the question of 
possible temporary alternatives to retrenchment were evident: white 
collar workers were far more willing to allow a temporary decline in 
their working conditions in order to prevent retrenchment. For 
example, a majority of the staff at GMH felt shared work or wage 
reductions could prevent the more drastic action of retrenching 
workers, while only a small fraction of manual workers were willing to 
allow a deterioration in their conditions in order to save their jobs. 
This difference in attitude is indicative of the more trusting 
relationship that white collar workers had with management, and 
reveals a closer identification with the problems faced by management. 
In addition, it also reflects the support manual workers had for their 
union's policy of discouraging members from accepting a drop in wages 
or working conditions for the purpose of "helping the company out" of 
financial crisis. The majority of manual workers did, however, agree 
with staff workers that the restriction on overtime and the provision 
for voluntary retirement, under certain conditions, should be 
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considered as possible temporary alternatives. Many of the 
respondents, from all occupational groups, rejected proposed 
temporary alternatives to retrenchment on the grounds that they had 
already been tried unsuccessfully at GMH (for example, early 
retirement and the restriction on overtime). 
There was considerable diversity of views among the GMH employees 
interviewed, as to what they perceived were the major factors 
responsible for the shutdown of the Acacia Ridge plant. The findings 
are shown in Table 5.1, 
TABLE 5.1 
GMH EMPLOYEES' PERCEPTIONS OF FACTORS RESPONSIBLE FOR RETRENCHMENT 
(Column Percentages) 
Factors Responsible 
Government 
Economic 
Company reorganisation 
Mismanagement 
No reply 
n = 87 
First 
29. 0* 
14.0 
41.0 
16.0 
0.0 
Second 
14.0 
16.0 
54.0 
15.0 
1.0 
Third 
7.0 
6.0 
0.0 
9.0 
78.0 
'"Rounded to nearest percentage. 
The most common response was that the closure had been due to 
company reorganisation, that is, the company's plan to centralise its 
operations. Over 40 per cent saw this as the main reason and over 
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half the interviewed felt it was the second most important factor. 
A senior manager, who had cited "company reorganisation" as the 
main reason, explained: 
Business. You can't afford to keep five facilities going 
producing 50 per cent value, that's about it. They closed 
the Pagewood and now the Acacia Ridge plant. They had to 
nationalise their operations (1012). 
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An older clerk also held this view: 
Company reorganisation, they were trying to consolidate 
their manufacturing in the south. New technology with the 
computers for administration and new robots were also 
important (1032). 
Some emphasised the remote geographic position of the plant and 
a resultant necessity for reorganisation as reasons for the closure. 
Others considered that, as the company was a multinational, the 
decision was part of a larger strategy to restructure car 
manufacturing. 
The second most frequently mentioned factor was Federal 
government policy, particularly with regard to automobile industry 
legislation: 
Federal government policy. There is some truth in the fact 
that there are too many manufacturers in the country, for 
the population, such as Britain, with 60 million people, 
only has four manufacturers, while Australia has five and 
only one-quarter as many people (1009) (28 year old fitter 
and turner). 
However, some were more critical of government intervention: 
A major reason was that the whole industry had been stuffed 
around by government indecision over the years and allowing 
imported products to come into the country while GMH did not 
have a licence to bring vehicles in (1017) (older production 
worker). 
Others blamed the Federal government because they felt the closure had 
been due to political factors: 
In my view it was political, down south they all had Labor 
governments and we didn't (1010). 
The government had decided to close the plant here because 
it was a National government in Queensland (1058). 
Most of the interviewed frequently stressed the importance of several 
factors. For example, economic factors were closely linked to company 
reorganisation: 
I think it was company reorganisation but I think it was 
brought about by economic recession (1041). 
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Economic factors were usually cited in relation to a decline in GMH's 
share of the car market and the recession. It was felt that 
too many different makes or models of car were available, and that the 
local product could not compete with cheaper imports. 
Finally, 16 per cent of those interviewed considered bad 
management or mismanagement was an important factor and a similar 
percentage believed it was the second most important reason. 
Additional reasons were also cited as to why the management of the 
company was responsible. A few specifically blamed the local 
management: 
... Management inefficiency because there were too many at 
the top of the hierarchy. They could have cut down and 
become more economically viable by cutting down on middle 
and lower management (1040). 
However, most of the criticism was levelled at top management for 
making poor marketing decisions, such as the introduction of a world 
car concept which disregarded Australian needs, or for the retention 
of the Gemini model for an excessively long period of time. Top 
management was accused of having it "too good for too long" and not 
being aggressive enough in its marketing strategies. 
The reasons given by management for ceasing operations at Acacia 
Ridge were outlined in a letter from the Managing Director to all 
employees, which was sent at the time of the closure announcement. 
The document (see Appendix) stated that GMH was rationalising its 
operations and increasing its investment in advanced technology. This 
restructuring required centralisation and consolidation of its vehicle 
assembly, by transferring the Acacia Ridge operations to Elizabeth and 
Dandenong. 
GMH workers had a very mixed attitude to this decision, as shown 
in the responses reported in Table 5.2. 
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TABLE 5.2 
EMPLOYEES' EVALUATION OF VALIDITY OF REASONS GIVEN FOR RETRENCHMENT 
(Coluirai Percentages) 
White Blue 
Collar Collar 
(n = 40) (n = 47) (n = 87) 
Valid 62.0* 42.0 52.0 
Not valid 20.0 45.0 33.0 
Mixed response 18.0 13.0 15.0 
"Rounded to nearest percentage. 
Those employees who unequivocally felt the reasons given were 
true, comprised only 52 per cent of the interviewed. Full acceptance 
of the reasons given was more prevalent among the white collar workers 
(62 per cent) than the blue collar employees (42 per cent). Why did 
such a significant number of employees disbelieve the official reason 
given by management? Three major explanations can be drawn from the 
diverse range of replies: firstly, many employees had developed a 
distrust of the company after the announcement, because of earlier 
denials by GMH that the plant would close; secondly, employees had 
made inferences from the official statement released concerning Acacia 
Ridge; and thirdly, they had questioned the validity of the reasons 
given. 
A general distrust of the reasons given by the company is obvious 
in the following statements from shop-floor production workers: 
No, I don't think they were true, to be honest. People 
outside the plant gave us more information than inside the 
plant. Nobody said nothing (1067). 
No, you never know. They tell you what they want you to 
know. They never told us a lot anyway. People in the shops 
said it is closing down and we would say, 'Don't be daft . 
I think I heard first in the paper (1045). 
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It was far from the truth, we lived in the dark really 
(1060). 
This general feeling of distrust was in some cases related to the 
fact that GMH was part of a large multinational. General Motors 
Corporation. For example, two staff employees stated: 
we thought that the people in Detroit looked at a map and 
felt Brisbane was so far from everywhere else and just threw 
a dart and hit it (1002). 
It is such a big concern, you never know if it is true or 
not (1059). 
For others, distrust arose from a belief that the company had 
deliberately misled them with regard to the production of the Gemini 
model built at Acacia Ridge. (Management had claimed production would 
cease and had advised it would be too costly to build a new model at 
Acacia Ridge; however, production of the Gemini did continue, but in 
South Australia.) A senior male clerk stated: 
No, the reasons were untrue, the fact is that we were led to 
believe that the Gemini was coming to an end, and then it is 
built down south (1059). 
Distrust also stemmed from the belief that the real reasons for the 
closure were being disguised by "official" economic reasons. The real 
reasons for the closure, according to many of the respondents, were 
political, rather than economic. For example, a senior executive 
contended: 
Economic reasons were absolute nonsense as I was given the 
computer sheets each month coming into my office. So I was 
in a good position to compare the plants. I was absolutely 
disgusted with the news, knowing the functioning of the 
southern plants. Acacia Ridge, being the number one plant, 
I felt a great injustice had been done. The place was 
closed on political grounds (1005). 
What were these "political grounds"? A personnel manager gave the 
following explanation: 
I don't think they [reasons given for closure] were true. 
In fact, I knew they were not true more than most employees 
would. I had access to the information from the Department. 
I know that it was one big cover-up from start to finish. 
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Irrespective of what political party you support, Victoria 
and South Australia are both Labor states and it was a Labor 
government that got in federally and the Queensland 
government was the only one that was non-labour. It was the 
ideal way to embarrass Joh (1009). 
Others used the phrase "political reasons" to describe the rivalry 
that existed between GMH plants and the fact that the more powerful 
southern plants were better able to lobby against the Queensland 
branch. The term was also used to refer to the federal government's 
imposition of new regulations that were forcing GMH to change its 
structure. 
The second explanation given by those employees who questioned 
the validity of management's reasons for the closure related not so 
much to a disbelief in the honesty of the statements but, rather, to 
the fact that the reasons given were invalid, and that other factors 
were responsible. A supervisor said: 
Very false. It was the car sales that were down, not 
productivity (1021). 
A senior manager agreed: 
It was valid in the sense that there was a downturn in the 
industry but untrue why the Acacia Ridge plant was selected 
because it had the highest quality and was the most 
efficient (1011). 
An older fitter gave other alternatives: 
The reasons were not correct. I think it was managerial 
inefficiency. When you have three foremen when one would 
do. It was so top heavy with staff it was not funny. There 
was also gross inefficiency down south. We would receive 
contradictory orders which would slow production (1086). 
The third reason given by the disbelieving respondents was that the 
company plan to rationalise its operations seemed to imply that the 
Acacia Ridge plant was uneconomical; this explanation was, of course, 
hotly disputed: 
We became very indignant when they said they were closing 
because the plant was inefficient or uneconomical because 
we were the most efficient and economic plant and the newest 
(1040) (older clerical worker). 
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Well, not really on their own figures Acacia Ridge was the 
most efficient plant and relations were very good between 
management and employees) (1052). 
On the other hand, over 50 per cent of the GMH workers interviewed had 
agreed with the validity of the official statement given by GMH 
because of their knowledge of the workings of the company: 
I was in middle management myself for over 20 years and I 
know that the company had very long supply lines. 
Three-quarters of Brisbane production was shipped down south 
again. This imposed an unfair cost pattern on the Brisbane 
plant (1004) (older manger). 
It was valid because I had worked in the business side and 
knew they had to centralise (1031) (senior manager). 
An even smaller percentage of GMH respondents (39 per cent) 
unequivocally felt that the reasons given for the closure were fair or 
just, than had believed the reasons to be valid or true 
(52 per cent), as shown earlier in Table 5.2 Employees' views on the 
justness of the decision are given in Table 5.3. 
TABLE 5.3 
EMPLOYEES' EVALUATION OF THE FAIRNESS OF REASONS GIVEN 
FOR RETRENCHMENT 
(Column Percentages) 
Wh: Lte 
Collar 
(n = 
47, 
25, 
40) 
,0* 
,0 
Blue 
Collar 
(n = 47) 
Total 
(n = 87) 
Fair . 32.0 39.0 
Unfair . 45.0 36.0 
Both fair and 
unfair 28.0 23.0 25.0 
"Rounded to nearest percentage. 
There were sharp differences, again, between the white and blue 
collar employees, with one-quarter of the staff giving a definite 
"No", while nearly half of the shop-floor workers gave this response. 
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A few of the interviewed said the decision was not fair or just 
because they did not believe the reasons given. This interpretation 
relates to the earlier discussion of the employees who questioned the 
validity and truthfulness of the reasons given. The employees either 
argued that the retrenchment was unjustified because, again, they felt 
their plant should not be the one to close because of its excellent 
record, or they questioned the economic rationale given. 
GMH had encouraged an interplant rivalry amongst its workforce 
and had fostered, over the years, a strong team spirit at all levels 
of the plant. Therefore, there was a considerable backlash when the 
company decided to close the Queensland plant in preference to a 
"trouble-making" southern plant: 
It was unfair closing that plant. Particularly in the light 
of what we had been told for years, right up until the 
notice that we were the plant in Australia who did make 
profits while the others were in the red (1069) (production 
worker). 
I mean, it does not seem fair nor logical to close one plant 
that was harmonious and efficient, and keep open one that is 
inefficient (1016) (supervisor). 
I did not believe the reasons and therefore felt it was not 
fair or just. By eliminating this plant it would save some 
transport costs. Overall, though, I don't think they would 
have saved such a lot, bearing in mind the trouble they had 
in the other plants. A lot were full of politically 
agitated, rather militant, union characters (1052) 
(production worker). 
I felt it was not fair why Acacia Ridge had to close. They 
say it was uneconomical to go on in Queensland because of 
the transporting but I could not see that because most of 
their components came from Japan by sea. You can't tell me 
it is cheaper to get a ship to go from Japan to Melbourne 
rather than Brisbane (1009) (personnel officer). 
Some cited an alternative economic view, "bad management", as the 
reason for the plant closure. In some cases, this opinion was given 
on the basis that management had allowed the plant to become rundown, 
instead of modernising it, while others stated that management had 
failed to take any new initiatives during the early stages of GMH's 
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decline in the car market. Others were critical of the general 
standard of management at the plant. 
From the employees' point of view they could have got rid of 
a lot of dead wood at the top instead (1050) (fitter and 
turner). 
"Politics" was again raised as the real reason for the shutdown, in 
preference to the economic explanation given. A former shop steward 
who represented the maintenance fitters claimed: 
No, very unfair. It was very political as far as I am 
concerned. I have been with the place for fourteen years 
and spent seven years at Fisherman's Bend so I know how they 
work. It was company politics (1079). 
A shop steward for the VBEF expressed a similar sentiment: 
Fair by the management at the plant but not by the 
management down south in Melbourne. There was a lot of 
back-biting and rivalry from the other plants (1054). 
Another group of respondents considered the decision to be unfair 
because of what may be broadly termed the "social cost" of the 
closure, as distinct from its personal and community cost. "Personal 
cost" was cited by those who disapproved of the decision because of 
the negative consequences it had for them as individuals: 
It is not-fair. There we have been working all these years 
and then one day they say to you, 'You are out' (1056) 
(production worker). 
No, it was not fair because we were an efficient plant but 
the main one was that I am out of a job at the age of fifty 
and being put out on the street was a real worry (1086) 
(fitter and turner). 
Others expressed concern about the "personal costs" some of their 
fellow workers would experience: 
There" have been problems of re-employment for men in their 
mid-fifties. I recently ran into a fellow in top management 
and he was still unemployed. I don't think they would feel 
it was a just decision (1066) (34-year-old fitter and 
turner). 
Unfair in some ways. People had given their life to that 
place - the older men. It was very hard. They were waiting 
for their retirement (1030) (younger male clerk). 
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It sent one thousand people out of work (1050) (fitter and 
turner). 
As indicated above, several of the interviewed were concerned with the 
broader community implications of the decision: 
It is no good having all your industries nationalised in 
one area and then you have thousands out of work in certain 
other areas. You need to nationalise, but also look at the 
needs of the community (1081) (fitter and turner). 
They made a commitment 17 years ago which was a political 
commitment to Queensland but they decided on the strategy of 
plant nationalisation. It was unfair to Queensland as a 
State and to the manufacturing side of things (1066) (fitter 
and turner). 
I believe they could have done something to retain that 
plant and the government should have done something to 
retain the skills that were embodied in that plant (1016) 
(supervisor). 
A few employees rejected the reasons given for the decision 
because of their political views; they believed the injustice stemmed 
from the nature of the working relationship between the company and 
its employees, i.e. because of the existing economic system: 
Business is a funny thing. I don't think there are any 
moral principles. A multinational corporation has boards of 
management who are responsible to shareholders. This has 
got nothing to do with the employees so statistics 
dominate - it is just dollars and cents (1085) (fitter and 
turner). 
Similarly, a worker on the production line stated: 
No, I think they took a lot out of their workers over the 
years and made a lot of money. I think for them to do 
something like that was very unjust (1057). 
Finally, many employees agreed with the company's plans to 
rationalise their operations but objected to particular aspects of the 
decision, e.g. the closure of their particular plant. Others felt 
that the handling of the retrenchment was unjust for other reasons: 
the superannuation payout was inadequate or the release of employees 
who had found alternative employment was inappropriate. During the 
earlier retrenchments, before the announcement, many workers with up 
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to eight years' experience were given notice to finish work 
immediately (although four weeks' pay in lieu was received). 
One young fitter described how he was treated: 
I did not consider them fair. I had a young family and I 
was very concerned. I felt it was unfair to throw a brown 
paper bag at me on a Friday afternoon and that's the end of 
that. A lot of them were pretty foul towards the company 
you know. I think that is why the company adopted this idea 
of giving you a brown paper bag, because the quicker they 
got rid of you the less likely you could do any damage on 
the shop-floor. 
Those who felt the reasons given were fair and just did so because 
they agreed with the necessity or soundness of the company's plans, or 
because they sympathised with the company's position and felt 
management had a right to make any decisions it wished. A senior 
manager, who adopted the first view, stated: 
Quite incredible, when you consider the overheads involved 
in running five establishments, when you only need two, but 
the average bloke would not want to know (1012). 
A production worker, at the other end of the company hierarchy, 
said: 
They had an excuse to close down. How can we compare Acacia 
Ridge to the Japanese? In Japan it is all robots, here it 
is all manual and behind the times. With less than 
100 workers they produce 20,000 cars a month. This is 
fantastic and unbelievable when you consider we had 
1,200 workers and made 285 cars a day (1056). 
Surprisingly, the company's decision to close the plant at Acacia 
Ridge was also seen as quite reasonable by a left-wing shop steward: 
Everyone knew that Acacia Ridge was at some stage going to 
bite the dust. I gave it another five years but the last 
two years it was being run down, run down. Many say it is 
an efficient plant but there are two ways of looking at 
efficiency. You can have an old machine that runs efficient 
for its capacity and you can have an ultra new machine which 
puts out more but does not work to its full potential. 
Acacia Ridge is the first case. When it was built in the 
sixties its production techniques were already obsolete 
(1085). 
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The decision taken by management was also justified by those who 
held a pro-business interpretation of the events: 
Yes, I have not a bad word to say about them. I look at it 
this way, they are in business, they employ me, I did a job 
and economically they have to look to their own shareholders 
(1072) (senior male clerk). 
Yes, well, I suppose you have to look at it from the point 
of view of business. You know you have to look ahead. They 
played ball right down the line as far as I am concerned 
(1059). 
Several employees considered the decision was legitimate because 
rationalisation was necessary: 
It's like a tree; they have withdrawn their branches and are 
cutting back to the head office (1069) (production worker). 
Finally, the decision was accepted by some primarily because of 
their feelings of resignation or powerlessness: 
It does not matter what they say, once you know you are 
getting the chop, that's it (1074) (production worker). 
Another maintenance shop-steward emphasised the rigidity and 
conservative nature of the management at the plant: 
Personally, I believe, for organisational reasons, it did 
have to go. I think there was an inherent problem with an 
old administration that was losing touch with modern trends. 
I think we would have troubles adjusting to new 
technological innovations. In straight economic terms, yes. 
In human terms, it is more difficult to say (1061). 
The relations between the GMH workforce and its local management 
were extremely good right up until the closure of the plant. The 
almost unanimous feeling, throughout the hierarchy of the 
organisation, was that local management was concerned about the 
decision to cease all operations at Acacia Ridge. Table 5.4 details 
the differences in the perceptions of employees with respect to the 
attitudes of the local and "top" management of the firm (the latter 
referring to either the management at Melbourne headquarters or world 
headquarters in Detroit, U.S.A). 
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TABLE 5.4 
GMH EMPLOYEES' PERCEPTIONS OF MANAGEMENT'S ATTITUDE 
TO THE RETRENCHMENT DECISION 
(Column Percentages) 
Attitude 
Very concerned/fairly 
concerned 
Neutral 
Fai r ly unconcerned/very 
unconcerned 
Not sure 
Local 
Management 
(n = 87) 
94. 0* 
5.0 
i .Q 
0.0 
Top 
Management 
(n = 87) 
7.0 
20.0 
56.0 
17.0 
"'Rounded to nearest percentage. 
Table 5.4 gives an indication of the extreme contrast in the 
attitudes of workers towards top and local management: only 
7 per cent felt top management was concerned about the repercussions 
of the decision, although a considerable number of respondents said 
they were not in a position to know the feelings of senior management 
at head office (17 per cent), or they believed the attitude of senior 
management was "neutral", that is, neither caring nor uncaring 
(20 per cent). This finding reveals the remoteness of many employees 
to the decision-making process of high level management in a large 
multinational company. 
The above finding is reflected in the following statement from a 
shop-floor employee: 
We didn't have much to do with senior management. It goes 
through the system and then comes to the foreman. I 
couldn't really say (1055). 
One clerk who sympathised with the local managers maintained that they 
found themselves in a dilemma: 
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There was a concern for the workers; there was a close 
liaison between the rank and file and management, but they 
also had to respect the decisions of the senior management 
from head office. It was a Catch-22 situation for them 
because, although they felt for the workforce, they also had 
to do as they were told (1020). 
An engineer also shared this view: 
The management was very concerned. The plant manager was a 
very popular man with the bulk of the workforce. He lost 
his job too. Efficiency was largely due to his efforts. He 
put a lot into it and then to be told it was to close, it 
cut the ground underneath him (1060). 
A few stated that the local management was concerned for 
itself as well as the workforce, because managers were also being 
retrenched: 
Well, in my section my bosses were concerned because they 
had an elderly workforce. Plus the fact that they were 
concerned about themselves. Although some line foremen 
could not have cared less (1057) (production worker). 
Some believed that management was more concerned about itself 
than it was about the workforce: 
They were more worried about their own skin than anyone 
else's, because they got the chop too (1059) (female 
clerical worker). 
It is interesting to compare the largely favourable view of the 
rank and file towards local management's attitude to the closure, with 
that of the retrenched employees who were laid off in August 1982. 
The latter employees were interviewed as part of the pilot study and, 
although only a small number (eight) were interviewed, there was a 
unanimous feeling amongst them that the local management "could not 
have cared less": 
To me, the management did not seem concerned at all. I 
think they were more concerned about their o'wn job. 
A young clerk, who resigned before the announcement because he could 
see the "writing on the wall", was also not impressed by the attitude 
of the management: 
Because I had been the last on, my supervisors wouldn't have 
thought twice of throwing me out the door. 
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Considerable resentment was directed against the management at 
both Melbourne and Detroit headquarters. As one clerk stated: 
I don't think the top management could give a damn, 
otherwise they would not let us hear it first on the radio; 
as if we were just a few numbers they had decided to cast 
off and not treated as human beings at all (1081). 
Another complained: 
A real slap in the face. Head management should have come 
and explained why. That really annoyed most of the 
employees. It was felt they were too scared to come. 
The following comment from a maintenance fitter was typical of the 
general shop-floor response: 
They just could not have cared less. Someone had to go and 
they were glad it was not them (1086). 
Blame for the decision was usually directed at Melbourne management: 
They did not want to know us after the announcement from 
Melbourne; they were chicken - they completely ignored us 
(1020). 
Melbourne management was blamed because it was believed the Managing 
Director had bowed to the pressure placed upon him from the southern 
plant managers. An engineering manager gave support to this widely 
held view: 
One of the directors came up. I was present at a management 
meeting. The decision was 'you or us; if we don't throw you 
boys overboard we will all sink'. Obviously, we could be 
thrown over because we were smaller. They were probably 
relieved because they could tell Detroit that another weight 
around their neck was lifted (1004). 
Some saw things quite differently, however, and blamed the 
decision-makers in Detroit: 
Typical of a big company like that; they were pretty 
ruthless. I felt management here was directed from the U.S. 
So it was fairly impersonal (1046). 
Only a handful of respondents volunteered any support for the 
decision taken by top management. One of these was a senior manager 
who stated: 
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No one likes to retrench anybody. It was just a case of a 
decision that should have been made some years before. It 
was something that management had put off far too long 
(1014). 
The interviewed frequently spoke of the exceptionally good 
relations which had existed between management and workers on the 
plant site for nearly 20 years prior to its shutdown. A 57-year-old 
supervisor said: 
There was this mateship at Acacia Ridge; everyone worked 
together. There was never union trouble; while at the other 
southern plants, there was continual trouble (1021). 
The plant manager was very popular. He knew almost everyone 
by their first name (1051) (older production worker). 
Relations between production workers and foremen appear to have been 
very good. For example, one of the shop-floor workers said of lower 
management: 
The foremen were alright; they did their job - on the whole 
they were pretty good. They were only fellows who had gone 
up the ladder from the assembly line (1069). 
However, during the early years of the plant, the foremen had a more 
authoritarian relationship with the workers on the shop-floor. A 
56-year-old fitter remembered: 
It was a hell-hole in the early days. You had no rights -
they were mainly Sydney foremen. The abuse from the 
foremen, they were fair dinkum standover merchants you 
know. The typical attitude of the locals up here was, 'Drop 
dead' [laughs] (1081). 
The reason for this attitude, according to the above quoted 
maintenance fitter, was that the Sydney foremen were accustomed to 
shouting and gesturing at employees because of the problems they had 
experienced in communicating with a migrant workforce. Many of the 
respondents were quick to point out the difference in the ethnic 
composition of the Queensland and southern plants. With regard to the 
former, about 20 per cent of the employees were migrant workers, with 
English not being their first language; a further 15 per cent were 
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from the British Isles; and the rest were Australian born, often from 
the country areas of Queensland. The Sydney and Melbourne plants, 
however, had a more diverse ethnic composition and the Adelaide plant 
was dominated by British migrants. Some of the interviewed implied, 
while others openly stated, that this difference in the ethnic 
composition was a major reason for the greater efficiency and harmony 
of the northern plant. This ethnocentrism was often combined with a 
state parochialism which viewed the people of Queensland as being 
somehow "different" from other Australians. A good example of this 
attitude is shown in the comments on the differences between the 
closure of Pagewood in Sydney and that of Acacia Ridge: 
When Pagewood closed in 1980 there was a short notice of 
two months - the people were devastated, as it came as a 
shock out of the blue. The place came to a halt - people 
would not accept the decision. Not at Acacia Ridge, they 
just accepted the decision, even if they didn't like it. 
Queenslanders are different, they sure are! They are an 
indigenous group of people here; there are few Asians or 
migrants. If you go to Melbourne, it is all Greek (1004). 
Another interviewee, contrasting the South Australian plant with 
Acacia Ridge, contended: 
Elizabeth - if they had tried to close that plant down there 
would have been a hell of an industrial disputation on their 
hands, being the little England that it is; they are more 
militant as far as union members go (1013). 
The public relations department had constantly instilled a sense of 
rivalry between the Queensland workforce and employees at the other 
GMH plants. The geographic remoteness of the plant also probably 
helped foster a team spirit in Queensland. A major reason for the 
good industrial relations at the plant was that the staff had worked 
together for a long time; in fact, many had worked at the 
Wickham Street plant before the transfer to the Brisbane southern 
suburb. One of the leading managers explained the good 
employee-management relations as follows: 
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All senior staff got off their backsides every day and went 
down to the plant. The plant manager, production manager 
and myself would spend time on the floor and that was a big 
thing. There are two reasons: the willingness of the staff 
and the philosophy of the plant manager to take an active 
part on the floor. People knew they could talk face-to-face 
with management if they had a problem (1011). 
Some of the shop-floor workers, however, explained the harmonious 
relations at the factory in less positive terms: the company had 
simply weeded out troublemakers, encouraged inter-union rivalry, and 
established close ties with the dominant right-wing union, the VBEF. 
The following statement, from a maintenance fitter, well illustrates 
this view: 
At the end, when they were trying to get more redundancy 
pay, all the foremen said that we should go for more 
redundancy pay. I said, 'It is too late now; you have 
sacked all the militant fellas, you only have the good 
blokes left.' It is true - anyone who looked like being a 
militant got kicked out. This is why things went so 
smoothly (1079). 
The GMH employees' attitudes to their pre-redundancy work 
organisation and management were assessed by a scale which had an 
Alpha Reliability of 0.73 (see Appendix I). The results are presented 
in Table 5.5. 
TABLE 5.5 
GMH EMPLOYEES' IDENTIFICATION WITH THEIR PRE-REDUNDANCY 
WORK ORGANISATION BY OCCUPATIONAL GROUPING 
(Column Percentages) 
Identification with 
Pre-redundancy 
Work Organisation 
Staff 
(n = 40) 
Shop-: 
(n = 
27 
45 
27 
Eloor 
47) 
.5 
.0 
.5 
Total 
(n = 87) 
Low 
Medium 
High 
7.5* 
17.5 
75.0 
18.5 
32.0 
49.5 
"'Rounded to nearest half percentage. 
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Despite the numerous statements made by blue collar workers in 
support of the local management, the above results show some 
dissatisfaction with the work organisation as a whole, with less than 
one-third (27.5 per cent) giving a high response on the scale. This 
finding may be due to the fact that some workers felt disappointment 
with the final pay-out they received and directed their hostility at 
top management. The majority of white collar workers believed 
management cared for its employees, while the opposite view was 
expressed by most blue collar workers, particularly the maintenance 
fitters. A member of the latter occupational group explained the 
tension which existed between maintenance fitters and senior 
management at the plant as follows: 
The plant manager was a nice guy, if you got on the right 
side of him of course. I know for a fact, he said he never 
liked maintenance because every time he comes down they are 
sitting on their arse; but while the machinery is going 
there is no reason to get up and work. He asked one fitter, 
'How would you feel when you have not got a breakdown to go 
on the line and work as a production worker?' Oh no, the 
feeling was there, deep down he didn't like the maintenance 
group and we had a few foremen who didn't make it easier for 
us because they would argue with him (1074). 
Another fitter also expressed dissatisfaction with management: 
If management really cared for the individual ... I doubt 
very much that some of these guys would know what the 
individual is, it has been so long since they have read 
names instead of numbers (1081). 
However, a significant minority of blue collar workers did feel 
management cared, generally on the grounds that management had handled 
the retrenchments sympathetically: 
I think they gave us a chance, whether we wanted to stay or 
not. You could take an early retrenchment or wait to the 
final crunch (1069) (production worker). 
There was a strong overall agreement within the GMH workforce that 
employees were never told what was going on in the organisation: 
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They never discuss anything with us. Suddenly we have to 
close, bingo, that's it (1056) (production worker). 
But most denied that rank and file and management were on opposite 
sides of the fence: 
At GMH we were one big family; there were no quarrels. 
Management got on well with the shop-floor. The plant 
manager would go down to the floor and would be known by his 
first name (1026) (male clerk). 
A few were conscious of the obvious differences in privilege which 
existed between those at the very top and those at the bottom of the 
organisation hierarchy. A production worker stated: 
Management left with a gold handshake but what did the 
workers get out of it? (1084). 
A female clerk said: 
There was a certain amount of 'them and us' between the 
plant and the office - it was a slight class thing. It is 
like a man who works with his hands doesn't understand a man 
pushing a pen and vice versa. I have two sons who are quite 
the opposite to each other. One is an accountant and the 
other a technician, and I know they don't think that the 
other person works as hard as they do (1035). 
Finally, there was strong agreement that you were encouraged to 
feel a commitment to your job at GMH. A maintenance fitter explained: 
Yes, you were. The constant propaganda there was just 
terrible (1080). 
A production worker stated: 
Yes, in fact we were given pep talks to keep the place open 
immediately before the announcement, so they didn't seem to 
know the score either (1046). 
Employees from GMH, who obtained work after being retrenched, were 
also asked about their present work organisation. Table 5.6 shows the 
total response from this group, which is very similar to the findings 
obtained on their attitudes towards GMH and its management. 
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TABLE 5.6 
GMH EMPLOYEES' IDENTIFICATION WITH POST-REDUNDANCY WORK ORGANISATION 
BY OCCUPATIONAL GROUPING 
(Column Percentages) 
Identification with 
Post-Redundancy 
Work Organisation 
Staff 
(n = 40) 
Shop-floor 
(n = 47) 
Total 
(n = 87) 
Low 
Medium 
High 
22.0* 
22.0 
56.0 
20.0 
33.0 
47.0 
21.0 
28.0 
51.0 
*Rounded to nearest half percentage. 
The scale constructed for the above table had an Alpha 
Reliability Coefficient of .94 and, again, a higher score indicated a 
positive view of the organisation and management. Although the total 
response was similar to that shown with regard to the respondents' 
attitude towards their job at GMH, there was a considerable shift in 
the feelings of the occupational groups when comparing the current job 
with the prior employment. The staff employees were more likely to 
have a low identification with their new organisation, while the blue 
collar workers appeared to be more positive. The reasons for these 
changed attitudes to work will be discussed later in the section on 
employment experience. 
The Trade Unions and Negotiations for Redundancy Package 
The problems facing the unions in negotiating the best possible 
redundancy package for their members can only be understood within the 
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context of the industrial relations situation that existed at Acacia 
Ridge plant during the 16 years prior to the announcement. 
The VBEF was by far the most dominant union in terms of numbers 
on the shop-floor. During the 1970s, it frequently had over 
1,200 members on the site. At the time of closure, there were more 
than 600 members. Other trade unions on the site were: the AMFSU, 
representing between 35 and 40 maintenance fitters; the ETU, with 
10 to 12 members; the ADESTA, representing the foremen and 
supervisors, with approximately 30 members; and, finally, the 
Federated Clerks' Union, with between 40 and 50 members. 
During the early years of the plant, the VBEF representatives had 
tried to create a closed shop, advising newly recruited tradesmen that 
they would have to join this union. This policy was supported by the 
company. As one production worker explained: 
General Motors didn't want the AMFSU on the site. It tried 
to keep them out. They wanted everyone in the one union: 
the VBU (1050). 
However, many workers were already members of the AMFSU, and they 
refused to join the VBEF on the basis that the major union did not 
represent its members very well and too closely identified with the 
goals and wishes of the company, and the tradesmen had very different 
employment needs from those of the production line workers, which 
might be ignored by the VBEF because it did not have the background or 
knowledge to represent the tradesmen. The AMFSU eventually succeeded 
in making it compulsory for all maintenance fitters to join it, 
because of continual complaints by its members that the VBEF was using 
non-member tradesmen to vote against them in combined union meetings. 
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During the 18 years following the establishment of the plant, 
there had been only one strike, which was held by the AMFSU 
maintenance fitters in 1977 as a response to the company withdrawing 
some long established incentive payments. The union-supported strike 
lasted over a week and, during the metalworkers' absence, repairs were 
carried out by supervisors and production workers. At the end of the 
week, each of the fitters received a telegram ordering them to return 
to work, and advising them of the loss of their holiday entitlements 
and long service leave. The fitters ignored this directive. A second 
telegram was then sent a few days later stating that, if the workers 
prolonged the strike any further, their employment would be 
terminated. Management cited clause 24E of the award to legally 
support their right to take this action. 
At a union meeting which was held to decide whether or not 
industrial action should be continued, trade union officials argued 
strongly in favour of discontinuing the strike, and thereby influenced 
union members to vote for a return to work. One of the interviewed 
said: 
You know that strike was interesting, in that it was like a 
test case at GM for the SEQEB workers. Taking the 
incentives off us was not like GMH, and it got our back up, 
even though you have never seen a more loyal group of 
workers. When Trades Hall said 'Go back' that was the end 
of the union; no more meetings - it was a laugh (1080). 
Unlike other AMFSU members, the shop steward at the time of the 
strike held "extreme" left-wing views and had taken an active role in 
the decision to strike. During the Christmas period of that year, he 
was caught taking small pieces of metal for his private use. This 
form of pilfering was a common enough practice among employees at GMH 
and was usually overlooked by management; however, in this case, 
management opportunistically chose to rid themselves of a 
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"trouble-maker". At a union meeting held following the dismissal of 
the shop steward, no action was taken against management's decision, 
possibly because many felt unsympathetic towards the shop-steward 
because of his political beliefs. 
A few of the metalworkers expressed the belief that the 
unsuccessful strike and the later sacking of the shop-steward had led 
to a significant decline in interest, and participation, in the union 
by most of the fitters at GMH. A former representative outlined this 
view: 
After that strike, we walked back with our tails between our 
legs and, from that day on, union representation was nothing 
because the company had it over us and the union didn't want 
to do nothing about it because they put us in that 
predicament. 24E was allowed to be put in by our union 
representative organiser; so what representation do you have 
when they let such a clause through? Yet we could not amend 
it (1061). 
Although considered to be an active and strong union with regard 
to improving work conditions, the AMFSU was limited because of the 
size of its membership in relation to the overall number of workers at 
the plant. As one AMFSU member stated: 
The VBEF always knocked on the head any action we tried to 
take against the company (1071). 
Although their union had been described as militant and radical 
by other unionists, the majority of the maintenance fitters were 
considered by their shop-floor representatives to be passive and 
complacent when it came to industrial disputation. 
One of the representatives stated: 
The Personnel Department respected us a lot more [than the 
production line workers]. They knew we had strength. We 
were visited regularly by our union officials and they 
always approached Personnel and laid it on the line; and we 
had several visits from our federal organisers - like 
Carmichael. However, if they had only known the workshop 
situation! We were pretty piss weak because everyone was so 
selfish and had an 'I'm alright Jack' attitude (1074). 
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As will become apparent later, the interviews with the 
metalworkers confirm the views the union representatives held of their 
fellow members. Many members felt apathetic towards the union, and a 
small number expressed hostility, particularly with regard to the 
political activities of the union. 
If the AMFSU union representatives occasionally felt frustration 
with the complacency or conservatism of their fellow workers, they 
felt complete despair at the near total passivity of the production 
workers. One shop-steward exclaimed: 
The fitters had some backbone, but not much; but the blokes 
on the line - they were shocking. They would stab their 
mother to keep on working (1080). 
Another AMFSU member expressed a more sympathetic view, that the 
production workers were afraid of management and could not rely on any 
support from their trade union. He understood their situation, 
explaining: 
If you haven't got a strong shop steward looking after you 
and you speak up on your own, there were a thousand ways 
they could push that bloke out - by putting him on a lousy 
job that he couldn't handle (1083). 
A maintenance worker recalls only one occasion when there was a 
meeting by VBEF members to decide whether or not to go out on strike: 
The mood at first was hostile, but with all their bosses 
watching from vantage points and their own union officials 
telling them directly that they were not to go out on strike 
... that's what they voted - they didn't strike (1086). 
Given the industrial relations history of the plant, it is hardly 
surprising that there were no protests or any form of demonstration 
against the company at the time of the closure announcement, and that 
the smaller unions found it very difficult to mount an effective 
campaign for a better redundancy package. 
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25 The Negotiations 
Union meetings were held soon after the announcement and the main 
reaction of members was that the best form of redundancy deal 
possible should be achieved. A meeting with the representatives of 
the company and all the unions was held on the 11th October, and many 
of the questions raised by the AMFSU representatives were evaded by 
the company spokesperson. The response to the question, "Do we get 
full redundancy payment entitlements if we leave GMH now?" was advice 
that there would be no voluntary redundancies before the end of 
January 1984. After that time, until the last quarter of 1984, 
redundancies would be implemented on a mutual agreement basis -
depending on the manning levels of individual departments. 
To the further question, "When will the company begin to shed 
labour and in what manner?" the company replied that those first to go 
would do so voluntarily under a mutual agreement between management 
and the employee, and that when this system was exhausted, the "last 
on-first off" principle would apply. Thus, from the very beginning of 
the negotiations, GMH was establishing that it was in control and that 
it would be dictating the conditions of the redundancy. The matter of 
plant transfers was also raised at this meeting, and the company 
stated that positions could be available in Dandenong and South 
Australia, and that anyone who was interested could apply for these in 
writing. 
At a meeting held between the company and all the unions on the 
site (VBEF, AMFSU, ECU, ADESTA, ETU) on 25th October, the different 
unions submitted their claims. It was at this meeting that a general 
impression was formed by union representatives outside the VBEF that 
this union did not wish to alter the standing redundancy agreement set 
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at Pagewood, under which two weeks' pay plus two weeks' pay for every 
year of service was granted. Union representatives generally felt 
that the VBEF officials behaved as though they were aware of the 
closure decision prior to the official announcement. The general 
impression of the other representatives was that the VBEF officials 
acted as if some sort of trade-off or deal had already been agreed to 
with the company. 
One delegate, who was at the meeting, stated that the 
pro-management stance of the VBEF was reflected in the seating 
arrangements. He said: 
At the negotiating table - the table is rectangular - the 
company took the top of the table and one side and the VBEF 
officials saw fit to sit on that side with the company 
representatives, while all the other union representatives 
sat on the other side. 
At the 25th October meeting, the AMFSU presented its claims for a 
redundancy package, placing highest priority on four demands. Highest 
priority was given to improving the Pagewood agreement on severance 
pay to include two weeks' pay plus two weeks' pay for every year of 
service, with employees with over five years of service receiving 
three weeks' pay, plus two weeks pay for each year of service. 
The union, in accord with ACTU policy, proposed that there be 
provision for: 
1. Four weeks plus four weeks for every year of service. 
2. An extra week's pay for each year of employment for each person 
over 35 years of age. 
3. An additional four weeks' pay for each two years of employment or 
part thereof in excess of ten years' employment if over 45 years 
of age. 
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Second priority was placed on the paying out of all accrued sick 
leave; third priority was given to improving the GMH pension plan; and 
fourth priority was given to obtaining pro-rata long service leave 
after three years' service. 
Difficulty was encountered arranging another meeting between the 
unions and company representatives because the VBEF officials would 
not co-operate to set a date. Finally, however, a meeting was 
arranged for 8th December, 1983. At this meeting, company 
representatives stated that, because of the different claims pressed 
upon them, they would need time to construct a final package. The 
federal secretary of the VBEF privately told the other union 
organisers that all they could hope for were the award provisions. 
At an AMFSU meeting held the next day a motion was passed to 
advise the company that "the negotiations be wrapped up as soon as 
possible before the end of February 1984 for the sake of industrial 
peace." The mood of the meeting was one of anger because of the 
company's failure to commence negotiations and to clearly specify the 
time and procedures for closing the plant. 
The company then released a bulletin outlining the main points 
raised at the meeting with the unions. The bulletin reminded 
employees that they had been given twelve months' notice of the 
closure to provide them with maximum time to find alternative 
employment. This statement was followed by a strong warning: 
"Employees should understand that the proposed closedown timing of 
October 1984 cannot be guaranteed if employees pursue unrealistic 
retrenchment claims; if there is excessive absenteeism; poor work 
quality; or failure to meet schedules. In such circumstances 
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consideration would have to be given to closing the plant before 
October 1984." It was also emphasised that the plant could be shut 
down early if it was "crippled by sabotage" or industrial action, or 
if there was an unexpected decline in the market for Acacia Ridge 
produced vehicles. (Obviously, the firm was not staying open for 
twelve months simply for the convenience of the employees.) 
The bulletin then briefly outlined the company's response to 
questions raised at the meeting. The company had rejected redundancy 
provisions above the GMH award because they were in excess of 
community standards. With regard to the demand relating to sick leave 
payouts, the company expressed its opposition but advised it would 
devise an attendance payment programme which would financially 
advantage employees who had not used their accumulated sick leave 
credits. Improvements to the pension plan were also rejected. The 
operative date would be 22nd October, 1983. 
Because of uncertainty about the future schedule of the plant and 
the failure of the VBEF to start successful negotiations with 
management, considerable discontent was privately expressed by 
employees at the shop-floor level. A petition was drawn up by workers 
in the body paint shop calling for a mass meeting and the commencement 
of meaningful negotiations between the union and management. The 
petition attracted more than 200 signatures; however, top officials of 
the VBEF reacted hostilely to it and management threatened sackings as 
a result. One fitter, recalling the incident, said: 
When one of the managers heard about this he approached the 
workers and said, 'If you stir, you will be out the next 
day, mate.' You know they wanted production - nothing else. 
No way would they ever do it to us tradesmen! (1074). 
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On 17th January, GMH notified the unions that there was to be a 
meeting the following day. All the unions attended the meeting and, 
for the first time, the VBEF shop stewards were present. 
The meeting was called for the sole purpose of dealing with the 
sick leave problem, and the unions were presented with GMH's 
"productivity bonus scheme", which was the company's alternative to 
the pay-out of unused sick leave. The company offered a maximum 
payment of $1,000 per employee, in addition to the award retrenchment 
payout. It was proposed that the payout would be reduced by $35 per 
day for every absence since the negotiations commenced on 
22nd October, 1983, up until the date of termination; the only 
exceptions would be for jury service or bereavement leave. The 
company indicated that the scheme was non-negotiable; it was a first 
and final offer. Management again stressed that the Pagewood 
agreement was the final offer and repeated that it was well above 
community standards. (Given the lack of job security in most industry 
awards at that time, this was not really saying much.) The questions 
the VBEF asked were considered irrelevant or trivial and, again, an 
impression was gained that the union had prior knowledge of the 
company's intentions. 
Following the meeting, all the union representatives had a 
meeting of their own and, although the VBEF was invited, 
representatives opted to have a closed discussion. 
The union organisers all claimed they could not recommend that 
their members accept the productivity bonus scheme, but they realised 
they had little leeway to negotiate. Because of the lack of 
co-operation from the VBEF, it was generally accepted that the ACTU 
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had to be asked to find a way to bring all the unions together in 
order to settle the redundancy package before the end of February. It 
was surmised, from the attitude of the VBEF organisers and the 
statements that were made at their union meeting, that the VBEF wanted 
to draw out the final package settlement for as long as possible. 
There appears to have been a very mixed response to the 
productivity bonus scheme. Some respondents considered it to be 
unfair because it was back-dated to 22nd October and it would result 
in the loss of sick pay benefits; others considered it to be a real 
bonus to their redundancy payments. The scheme was introduced by the 
company for the purpose of achieving a low absentee rate and, in this 
respect, proved to be a very successful strategy up until the date of 
closure. 
There was considerable friction between some employees because of 
GMH's handling of the redundancy process. Shorter-term employees were 
allowed to leave when they wished, while longer-term employees, or 
those considered vital for the continuation of the plant's operations, 
were not permitted to go. One respondent complained, "GMH always set 
the conditions that best suited itself, not what was best for the 
employees." 
Finally, there was a widespread feeling of discontent and 
frustration from employees, both at the office and shop-floor level, 
at the VBEF's failure to negotiate with the rest of the unions to 
formulate a common strategy. Because of this lack of co-operation 
there were widespread rumours of corruption at the highest levels of 
the VBEF. 
At one stage during this period AMFSU members seriously 
considered industrial action as a protest against the company's 
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stance. One fitter, reflecting on workers' mixed feelings at the 
time, said: 
I think if the staff and technical unions had closed the 
place down for a day and said, 'To hell with the VBEF, this 
is our protest,' I think we might have got a bit better. At 
least we should have made a token protest (1076). 
However, most of the fitters were reluctant to take any 
industrial action at all because of the company's constant warnings 
that any disruption to the plant's operations would result in a loss 
of all redundancy benefits. In addition, an AMFSU representative had 
been warned by a VBEF official, "If you blokes play up, if you go and 
dispute the deal - you will be sacked. They will sack every man and 
there will not be a thing done if they bring in the likes of Skilled 
Engineering or Body Line." 
A series of union meetings which were held early in 1984 by 
representatives of ADESTA, FEDFA, ECU, AMFSA and ETU resulted in the 
formation of the following statement, which was issued to GMH 
management on 3rd March, 1984: 
... the combined meeting of the union members expresses 
grave concern at what it believes to be procrastination on 
the part of GMH in negotiating a suitable redundancy 
agreement for the closure of the Acacia Ridge plant. We are 
aware of a meeting of the vehicle unions to be held in 
Melbourne under the umbrella of the ACTU on Wednesday, 
14th March and we call on the ACTU and GMH to enter into 
bona fide negotiations in Brisbane within two days of such a 
meeting. If the company is not prepared to enter into 
negotiations within this span of time a further meeting be 
called as soon as possible after this date to plan further 
industrial action. 
The AMFSU representatives involved in the redundancy operations were 
led by their national organiser. 
The meeting of all the union representatives with the ACTU 
industrial officer, including those associated with the VBEF, took 
place in Melbourne on 14th March. 
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The company proposal for redundancy benefits is outlined below: 
A. Award Redundancy Provisions; 
B. Productivity bonus scheme; 
C. When leaving, an employee could take the redundancy package to 
another job but only with management discretion, e.g. in relation 
to retention of skills, etc. 
D. Superannuation for employees under 55 years of age would be 
looked at by the company. 
It was agreed at the meeting that superannuation would be the 
priority issue and that the unions would press for the following, in 
addition to the company proposal: 
A. One extra week's pay for employees with more than five years' 
service. 
B. Pro rata long service leave for employees with over five years' 
service (as at Pagewood). 
C. The $1,000 proposal to be substituted by four weeks' pay at the 
appropriate rate. 
D. Detailed discussions concerning conditions under which employees 
can take time off without forfeiting redundancy benefits. 
E. Improvements on entitlements for employees transferring to 
another General Motors plant. 
Finally, the ACTU and the unions requested a meeting be held with 
the company on 29th March, 1984. 
At the end of March the unions were successful in their 
negotiations with management in their claim for: (a) an extra week's 
pay for employees with more than five years' service; (b) pro rata 
long service leave for employees with over five years' service; and 
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(e) improvement in entitlements for employees transferring to another 
General Motors plant. However, it had been expected that GMH would 
make these concessions as the claims had been part of the redundancy 
package at Pagewood. The unions failed to alter the stance of the 
company on its productivity bonus scheme; and (c) and (d) were still 
to be negotiated. In addition to the concessions achieved as a result 
of the precedents set by the Pagewood agreement, the unions had real 
success with their proposal on the threshold for superannuation, with 
the company paying over and above existing superannuation entitlement 
benefits to employees with ten years' or more service between 40 and 
55 years of age; this provided a minimum of $750 additional pay and 
over $8,000 for those nearing 55 years of age with lengthy service. 
The national organiser of the AMFSU described this provision as a 
"first up" for the ACTU and Federal unions, as no Australian 
management had ever negotiated superannuation payments in a redundancy 
situation. The redundancy package was put before, and accepted by, a 
mass meeting of white and blue collar workers at GMH. 
The redundancy package could be seen as a victory for the white 
collar unions, ADESTA and the ECU, because the superannuation payment 
primarily benefited members of these unions. However, for the 
majority of production workers and maintenance fitters, the 
superannuation scheme was of no advantage whatsoever because the 
shop-floor workers paid into a pension fund. Even those tradesmen 
aged over 40 years, and with more than ten years' service, received 
only an additional few hundred dollars as a result. The majority of 
AMFSU members, therefore, expressed disappointment at the final 
redundancy package, blaming both the VBEF and their own national 
organiser for the end result. One interviewee complained: 
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As far as the ACTU were concerned, they might as well not 
have bothered, because they did nothing they said they were 
going to do ... they never represented us at all ... . When 
I got my notice to say I was redundant I believe they could 
have told me what money I was getting then (1075). 
However, the frustrations felt by the negotiating union officials 
towards the delaying tactics of the management were well expressed by 
one delegate: 
I felt angry at the movement of the redundancy agreement. 
The negotiations were a playing out of time, you always 
believe negotiations are going on but they were really 
playing you out, pure and simple. There were always steps 
to go through - procedures aimed at eroding your resolve. 
This way the company avoided any industrial unrest - you 
felt as if you were just going through the motions. It was 
a foregone conclusion agreed upon when they made the 
decision to close. 
An opinion which was often expressed by the interviewed was that 
the unions had left it too late to become involved in negotiations for 
a redundancy settlement. It was pointed out that Pagewood had closed 
three years previously and that the unions should have co-operated 
then in order to extract a more satisfactory settlement from the 
company. 
One union representative explained that: 
The VBEF, by choosing superannuation and not years of 
service as the highest priority (and the other unions had 
agreed on this), ... knew they had split the workforce down 
the middle. It meant that half the workforce plus 50 people 
would get superior payments while the others did not. This 
was the best possible result as far as the company was 
concerned. 
Importantly, the result stifled the possibility of any future 
industrial action being taken by the tradesmen because they had to be 
seen as "going along with" the majority decision taken at the mass 
meeting. 
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The success of GMH's handling of the redundancy situation at 
Acacia Ridge is evident in the following statement, issued in 
September, from the plant manager to his managers and supervisors: 
In a climate of pending closure, reduced volumes and the 
separation of many of our workmates to alternative 
employment, we have maintained our team approach to our 
plant objectives. Looking over our last financial year we 
have maintained our high standards. In safety and quality. 
Acacia Ridge heads the list and it was the only plant on 
schedule. 
Employee Perceptions of the Role of their Trade Union 
The attitude of the staff union members and shop-floor members to 
the performance of their union at the administrative level, in 
representing their interests at the time of the retrenchment, appears 
to be strongly related to how satisfied the employees were with their 
final payout. The staff unions were more successful in negotiating a 
better deal for their members by extracting an ex-gratia payment for 
superannuation from the company. This provision was less important to 
the shop-floor employees as it would not have benefited them to nearly 
the same extent. The differences in satisfaction between the 
two groups are clearly evident in Table 5.7. 
The table reveals that 72 per cent of the staff union members 
approved of the job administration had done, while only 56 per cent of 
the fitters, and 20 per cent of the VBEF members, were happy with 
their union representation. In addition to the fact that many of the 
staff members received generous superannuation payments, they were 
also generally satisfied with their new administrative officials, whom 
they described as being much more enthusiastic and helpful than the 
Federated Clerks' Union's administrative officials. During the last 
year of the Acacia Ridge plant operations, the old right-wing faction 
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TABLE 5.7 
GMH EMPLOYEES' PERCEPTIONS OF TRADE UNION EFFORT 
AT THE ADMINISTRATIVE LEVEL DURING THE RETRENCHMENT 
(Column Percentages) 
Very/quite good 
Undecided 
Poorly/very poorly 
AMFSU 
(n = 27) 
56* 
0 
44 
Trade Union 
ADESTA/ 
Federated 
Clerks 
(n = 25) 
72 
28 
VBEF 
(n = 20) 
o
 
o
 
o
 
CN
 
00 
Total 
(n = 72) 
51 
0 
49 
*Rounded to nearest percentage. 
of the Federated Clerks' Union had been electorally defeated at the 
State level by the centre-left faction, and most of the clerks 
interviewed were pleased with the change. 
Conversely, many of the maintenance fitters felt that their union 
had failed to achieve any of its major objectives, such as increased 
severance payment, and most of their disappointment was directed at 
the national organiser who represented the union at the ACTU meeting; 
some felt he had been "set up" by the other union leaders. One of the 
fitters expressed his disappointment, as follows: 
A little smart character from Canberra came up and all our 
guys were subservient to him and he took the floor and told 
us we were going to push for superannuation payouts and the 
local union officials agreed. I thought, 'Fancy going along 
with that,' I paid in for all those years and come out with 
$1,500. I don't think that is very good handling of your 
members' interests. We were hoping to get one week extra 
for every year of service, plus sick pay (1066). 
Another fitter stated: 
As far as Trades Hall is concerned, the bloke did his best 
but the ACTU didn't do anything at all (1081). 
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Many of the maintenance fitters did emphasise that membership of 
their union at the plant was small (around 35) and, therefore, 
through sheer weight of numbers, the VBEF was able to dictate the 
final conditions of the redundancy package, which were virtually 
the same as those of the earlier Pagewood package. Consequently, 
blame for the failure to gain concessions from management was 
directed at the major union on the site. 
The VBEF's own members also blamed their administration, both 
Federal and State, for the unsatisfactory redundancy package. Many 
expressed anger with the role of their union during the negotiations, 
and with the end result: 
The feeling was that if the unions got together they would 
have obtained a better deal but, for some unknown reason our 
Federal secretary would not enter into it. He said, 'No, 
there would be no further discussion' (1049). 
A remark often repeated by VBEF members was that they had been 
"sold down the river": the union had accepted the company's offer 
without any argument whatsoever, and union officials acted as if they 
were already aware of the impending closure. Others made allegations 
of a "sweetheart" deal between the union and company, but admitted 
this claim could not be substantiated. 
It was generally held that the union seemed to identify too 
closely with the goals of the management: 
They were a pretty tame sort of union and at the time we 
were told, 'Don't rock the boat because you might kill the 
goose that laid the golden egg.' There was a lot of 
apprehension about it (1059). 
Another frequent complaint was that members were not sufficiently 
informed of any developments or new attempts to negotiate. As 
one production worker stated: 
We didn't see much of them towards the end. It seemed that 
they wanted to stay away from the place to avoid being put 
on the spot or being asked to be active. 
However, after making this complaint, the individual concerned 
immediately emphasised that he did not hold radical views: 
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Their performance was lacklustre. Not that I am a militant 
in any shape or form but, in circumstances like that, they 
could have done more (1046). 
The position taken by the VBEF, in not holding many meetings, was 
defended by one of the shop stewards, who stated: 
They didn't hold a lot of meetings because there was quite a 
few ratbags out there. You would have to close the meeting 
because there were so many ratbags. You will always get 
somebody who will not agree to anything (1054). 
By way of explaining union policy, he said that, although wages 
were not high, the union had pushed for, and achieved, good conditions 
for workers. In addition, he considered the VBEF was right to fight 
for a better ex gratia superannuation payment because this provision 
had benefited older workers. 
Both staff and AMFSU members were fairly positive about the 
performance of their local union representatives, primarily because 
they believed that events were outside these individuals' control with 
respect to the handling of the redundancy. In Table 5.8, below, the 
differences in attitude between the VBEF and other union members to 
their union's efforts are quite marked. 
TABLE 5.8 
GMH EMPLOYEES' PERCEPTIONS OF TRADE UNION EFFORT AT THE SHOPFLOOR 
OR OFFICE LEVEL DURING THE RETRENCHMENT 
(Column Percentages) 
Very/quite good 
Undecided 
Poorly/very poorly 
AMFSU 
(n = 27) 
67* 
0 
33 
Trade Union 
ADESTA/ 
Federated 
Clerks 
(n = 25) 
64 
0 
36 
VBEF 
(n = 20) 
20 
0 
80 
Total 
(n = 27) 
53 
0 
47 
''^ Rounded to nearest percentage. 
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A typical comment expressed by the clerks in relation to the attempts 
made by their union representative was: 
She did her best. There was not much you could do, quite 
frankly. 
The maintenance fitters took a similar view: 
The shop steward did what he could, but we were restricted 
by the VBU (1067). 
One of the AMFSU shop stewards, reflecting on his own role, said: 
I think we did what we could in hindsight now. We could 
only work on what they were feeding us (1061). 
The view VBEF members held of their local representatives was, 
however, far more negative. This attitude was chiefly related, again, 
to complaints of lack of communication between the union and the rank 
and file. One production worker complained: 
The senior shop steward, when asked, said he knew nothing. 
We were kept in the dark, and we only had two meetings in 
the twelve months (1050). 
Another said: 
Representation was virtually non-existent on the floor. To 
give you an idea, there was only one man who was really a 
shop steward. He ruled the roost; the other shop stewards 
did nothing. He did not represent us well; in fact, we got 
more satisfaction from the personnel officer than we got 
from the union (1045). 
The attitudes of the AMFSU members on the general role of their 
union in representing members' interests to management, in such 
diverse areas as safety, better working conditions, or pay, were very 
positive, with 74 per cent stating they were satisfied. This is shown 
in Table 5.9. 
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TABLE 5.9 
GMH EMPLOYEES' SATISFACTION WITH THE ROLE OF TRADE UNION 
IN THE TWELVE MONTHS PRIOR TO RETRENCHMENT 
(Column Percentages) 
Trade Union 
ADESTA/ Total 
AMFSU Federated VBEF 
Clerks 
(n = 27) (n = 25) (n = 20) (n = 72) 
Very satisfied/ 
satisfied Ift* 52 3S 53 
Dissatisfied/very 
dissatisfied M 48 71 47 
*Rounded to nearest percentage. 
The ADESTA and Federated Clerks members were not enthusiastic 
about the general performance of their trade union in the 
twelve months prior to retrenchment, in comparison to their view of 
its role in negotiations for a better redvindancy package, as only a 
slight majority (52 per cent) expressed satisfaction. The clerks made 
the general complaint that, before the closure announcement, they 
only saw their representatives at election time: 
They were quite non-existent. I don't think they did 
anything the whole time I was there (1033). 
There was not much contact. We had very little to do with 
them. We were not a union-minded collection of people 
there; no unrest; no industrial problems; little recourse to 
the union. They did not do anything particularly (1040). 
However, the maintenance fitters of the AMFSU were very pleased 
with the job done by their union in the year prior to the retrenchment 
announcement. The AMFSU was one of the largest and most powerful 
unions in Australia and was considered by many to be a pacesetter in 
obtaining better wages and conditions. For example, during the early 
1980s, it attempted to gain a 38-hour week for its members: 
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They did get us good conditions; all conditions we had were 
caused by the union (1073). 
In the year or two before the announcement, we had 
negotiated on the 38-hour week with a bit of success. The 
AMFSU was very active in that area, the VBU was pulled along 
in a lot of areas (1085). 
The most disgruntled group of union members were the production 
line workers who belonged to the VBEF. These workers frequently 
expressed dissatisfaction at their union's performance in representing 
their interests to management and in improving working conditions; 
only one-quarter of those interviewed were pleased with the job done 
by the union. Some of the more specific criticisms related to the 
VBEF's failure, at the shop-floor level, to pass on complaints about 
the production line. One production worker stated: 
The union never supported us when there was a dispute over 
the speed of the line - more cars, more cars. The union 
never cared. Somebody complained - a Yugoslav - to the shop 
steward, that he was supposed to fight for our interests. 
He eventually lost his job because of that. No, the union 
did not protect us (1056). 
Another complaint was that union elections were not fair. For 
example, one election for a union representative was held at a remote 
part of the factory, at dinner time, and lasted only 36 minutes. The 
representative who won did so with only 128 votes out of a possible 
800. 
One VBEF representative stated: 
We never saw them, very quiet. The only time we heard was 
when a pay rise was given. Everything was done in a 
gentlemanly manner. They were not democratic and would 
simply tell you what they were asking for - no debate or 
discussion. I don't know how they got there because I never 
had the opportunity to vote in an election. They never sent 
out anything to anybody. 
However, after making this criticism of the union, a dissociation 
from any form of militancy was again expressed: 
... but they were not a ratbag union. There were other 
militant unions and, fortunately, we did not have a union 
like that (1052). 
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Finally, the union members were asked to comment on their 
peirceptions of the role of another trade union on the site. Because 
the great majority of the employees belonged to the VBEF, the fitters 
and staff employees were asked if they thought that union had 
represented their members well, while the VBEF members were asked to 
discuss the role of the AMFSU, because it was the other major 
shop-floor union. Table 5.10 represents the overall response of the 
different skill groups on the site. 
TABLE 5.10 
GMH EMPLOYEES' PERCEPTIONS OF THE ROLE OF THE OTHER TRADE UNION 
DURING RETRENCHMENT 
(Column Percentages) 
Occupational Grouping 
r-r: Maintenance Production 
Fitters Workers 
(n = 40) (n = 27) (n = 20) 
Very/quite good 27.5* 11.0 15.0 
Not sure 7.5 4.0 50.0 
Poorly/very poorly 65.0 85.0 35.0 
*Rounded to the nearest half percentage. 
The above table includes the non-union staff employees. The 
findings reveal that most of the senior staff and managers believed 
that VBEF members were disappointed with the way their union had 
negotiated the settlement: 
The vibes I got from the boys down in the factory were that 
they got sold out. They felt the VBEF could have done a lot 
more, and I agreed (1020). 
It is interesting to note that most of the managerial staff felt 
the VBEF had performed poorly in representing their members' 
interests: 
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The union was rolling over and playing dead. The VBU had 
probably come to the conclusion that it was a fait accompli 
and there was nothing they could do about it (1011). 
Some of the senior staff were more sympathetic to the part played 
by the VBEF: 
They did not act very militantly - whether they represented 
their members' interests, well, I'm not so sure. I think 
their union leaders, on a national level, had it straight 
from the Holden management and, therefore, they did not rock 
the boat too much (1014). 
The AMFSU fitters expressed as much hostility to the VBEF as its 
own members had: 
The VBU, in my opinion, is one of the lousiest unions you 
could ever work under. They would not protect their 
members. You would see guys walking out sacked when they 
should not have been sacked - it was a disgrace (1074). 
The VBEF's poor representation at the shop-floor level, compared 
with that of the AMFSU, was exemplified by the fact that, when the 
tradesmen had on-the-job problems, their shop steward and assistant 
shop steward would jointly take the complaint to Personnel; however, 
when the VBEF members had a complaint about their job, the senior shop 
steward would go to Personnel alone and was, therefore, described as 
being "company all the way". A further criticism was that VBEF 
members had their union fees taken out of their salary by the company, 
which was perceived as being just one example of how the union had 
"gone over" to the company. 
Most of the VBEF production workers did not seem to be aware, or 
did not have much knowledge, of the role of the other trade unions on 
the site. A few believed the opposition of the AMFSU to the VBEF 
simply hindered the settlement of the final package: 
I was not very impressed by them [other unions]. They did 
not seem to get anywhere. All the unions were supposed to 
work together and form a common front but there was a lot of 
in-fighting. The VBU went on their own and everything 
flowed on from there (1051). 
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One of the VBEF shop stewards described the other unions in the 
following terms: 
They were like an octopus without a head. We were the major 
union and they were trying to get our numbers to use for 
themselves. At least our guys at Trades Hall were wise 
enough not to let that happen (1054). 
Attitudes to Trade Unionism in General 
According to the trade union officials representing the four major 
unions on the plant, the members at Acacia Ridge were fairly apathetic 
towards their trade union. Consequently, the plant could not be 
described as a "union-oriented" factory, as confirmed by the often 
repeated statements made by the GMH employees that: they were not 
active participants within the union; they were not "trade union 
types"; and they simply saw unions as being an evil necessity. A 
majority of the members of all the unions, except the AMFSU, felt that 
Australian trade unions had too much power. 
Despite the numerous expressions of apathy made during the 
personal interviews, and the general inactivity of many union members, 
a substantial majority of both the shop-floor workers (70 per cent) 
and staff union workers (72 per cent) agreed with the statement: 
"employees in my position need strong trade unions to fight for their 
interests." This response might indicate that workers had a strong 
instrumental view of their trade union, rather than a close commitment 
to, or identification with, their union. For example, an interviewee, 
after agreeing with the above statement, qualified it with the 
following remark: 
As far as I am concerned, unions are a necessary evil, that 
is all (1008). 
Some of the respondents did, however, openly express their 
support of trade unionism: 
It is important that you have a strong union because 
otherwise they [employers] will do what they like with you. 
The union could have been stronger at GM (1059). 
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I still believe in unionism. You have chaos without it 
because some people will work for seven dollars and others 
for five dollars (1053). 
A few others expressed hostility towards unions: 
I am not a Labor man. I vote National. I don't like 
unions; I had to be in the union (1072). 
I was made to join the union for the supervisors, ADESTA, 
but I could not see why. If we are part of management, why 
should we belong - but we had to and that's it (1021). 
The majority of respondents had a strictly utilitarian view of 
the role of the union; they condemned any form of "militancy" and took 
a negative view of any union involvement in political matters. 
The union should represent workers at the plant level and do no 
more: 
Now, as far as unions are concerned, when I walk through 
that gate of a morning I am on union territory. When I walk 
in the afternoon they have got nothing to do with me 
whatsoever. What bugs me about unions is the political 
rallying that goes on (1081). 
Because many of the trade unionists were disappointed with the 
performance of the unions in negotiating a settlement, the issue of 
whether it would be more advantageous to have a "closed shop" at a 
factory such as Acacia Ridge was raised. Some felt this would solve 
the problems associated with having a number of unions negotiating 
with management and would improve the representation. One metalworker 
believed, however, that this proposal could not work because the 
tradesmen's vote would be negligible in comparison with that of the 
more numerous assembly workers. 
Another issue raised by two respondents was that the increasing 
size of the trade unions was resulting in poorer representation for 
members with regard to specific problems at particular factory sites, 
because of the emphasis placed on broader national issues, such as a 
wages policy, by larger unions: 
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My honest opinion of unions is that they are like a 
government. You put your member into parliament and as soon 
as he gets there he forgets you exist. I think it is the 
same for the trade unions. They are running the union from 
up there rather than from down here (1081). 
A complaint which many unionists volunteered was that once they 
were retrenched and out of work they never heard from their union: 
After working 15 years they accept union fees and then you 
are cut off from membership when you lose your job and they 
never bother (1086). 
Finally, the retrenchment made many unionists aware of the limits 
of their union's power to minimise the problems faced by members 
displaced as a result of major organisational changes, and of the need 
for the union to plan and anticipate change. 
One metalworker concisely expressed the dilemma faced by the 
unions: 
The unions seem to have a problem that, whenever a place is 
shutting up, they say there is very little they can do. The 
General gave us one year's notice and said if there were any 
industrial problems they would continually renew the time of 
closure; so there was little they could do in their 
traditional roles (1066). 
Experience of Employment 
Job Security 
Many GMH employees freely admitted that one of the reasons they 
sought employment at GMH was because they felt it would be a very 
secure place to work: with the exception of the government. General 
Motors Holden, in the 1960s and early 1970s, offered the most stable 
form of employment available. A small number of the interviewed had 
been retrenched in the past and, therefore, to them, employment 
security had become a top priority. 
Job security was of more importance for the majority 
(59 per cent) of GMH employees, and was also selected as being the 
most important aspect of a job by more employees, with 38 per cent 
giving it top priority. For example, an older clerk emphasised: 
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It is security that you are looking for. Long service is 
like an investment where you have higher wages (1020). 
Another clerk felt it was important: 
... to maintain job security; it is no good having a high 
paid job if it is not there next week (1044). 
Although a strong emphasis was placed on the importance of 
security in a job, the experience of redundancy had created widespread 
cynicism and doubt as to the likelihood of actually obtaining security 
in employment: 
I don't think there is such a thing anymore as security. My 
job was terminated at Mobil 20 years previously. It is 
important to look for it, but with reservations (1036). 
You come to the realisation that there is not any. There is 
no job security in the manufacturing industry because so 
many factories have closed down overnight (1006). 
Most of the employees who found re-employment, both staff and 
manual, felt more insecure in their new workplace (73 per cent). 
Despite the importance placed on employment security by all 
occupational groups, major differences in attitude to the related 
issue of job protection were obvious. In order to gauge the 
importance of the concept of job protection among GMH workers, a scale 
was constructed with an Alpha Reliability Coefficient of .63 (see 
Appendix). 
Table 5.11 shows that, despite the experience of being retrenched 
and the importance of security to most white collar employees, only 
one-fifth of the white collar workers placed a high priority on very 
secure forms of job protection. The great majority agreed that 
compensation should be paid when retrenchment occurred, but disagreed, 
far more strongly than did the manual workers, that an employee had a 
"job right", and strongly disagreed with the idea that an employee had 
any right of ownership of his or her employment. 
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TABLE 5.11 
PRIORITY OF JOB PROTECTION IN EMPLOYMENT BY OCCUPATIONAL STATUS 
(Column Percentages) 
Occupational Status 
Job Protection Staff Skilled Semi-skilled 
(n = 40) (n = 27) (n = 20) 
High 20* 33 45 
Medium 20 30 30 
Low 60 37 25 
*Rounded to nearest percentage. 
There was overwhelming agreement, across all groups, that 
employees made redundant should be compensated. An older production 
worker asserted: 
I feel very strongly that when you have given good years of 
service to a firm, as in my case for 15 years, ... that the 
company itself owes you something ... for letting you down. 
You have given a lot of your life to that company and then 
just at the end of it to be told that's it, boy, good-bye 
(1047). 
Among the small number of respondents who were opposed to the 
idea of compensation, was an older female clerk, who stated: 
I didn't feel it was everybody's right to be compensated. 
If you have a job, your contract is to do this work and you 
are paid and that is your reward. I did not see that you 
have some inalienable right to a great big lump sum because 
they have gone broke or because they no longer require your 
services (1040). 
Job Preference and Satisfaction 
Most of those respondents who obtained re-employment preferred 
their job at GMH (63 per cent) compared with their new employment, 
although this result is less pronounced for the blue collar workers. 
One of the reasons given for this preference was that more personal 
fulfilment was obtained in the job held at GMH: 
283 
I prefer the hustle and bustle of the auto industry compared 
to the slow government I have now, although it is an 
interesting job (1014). 
The second reason given for preferring GMH, was that conditions 
were considered better at the old workplace: 
If GM had not closed I would have been there till I died. I 
was quite happy at GM but I do not like my new job at Boral; 
it is very dirty there (1065). 
A younger executive claimed: 
Only after we left GMH did we realise what a good job we had 
there. It is a big bad world out there and everyone is 
after their pound of flesh. GMH was a very good firm to 
work for. To start in a new work environment - it is hard 
(1001). 
Some preferred GMH simply because they had become accustomed to 
familiar tasks and workmates and, because of the specific skills they 
had acquired there, found it difficult to undertake dissimilar work 
tasks for other employers: 
I had been there nearly 30 years and you have so many 
friends. There was a reunion in October at the Acacia Ridge 
Hotel and I saw some old mates. GMH was like a ghost town. 
It reduced me to tears to see this big place with no lights 
or no life and to meet friends with no jobs (1056). 
I preferred GM because being in the one industry for so long 
I had to change and start all over again and I dropped down 
the ladder. There were no other jobs in the same field. It 
is a limited field, so I had to look for other areas (1004). 
Seventy-three per cent of those re-employed claimed they were 
worse off financially in the new job, and some of the interviewed 
emphasised that this factor was an important reason for preferring 
General Motors: 
I'm $100 less well off. Everyone dropped; I feel very 
insecure. You feel the present place is much more 
cut-throat than GMH (1005). 
A substantial minority (37 per cent), however, preferred their 
new or last job to the one held at GMH. One often repeated reason for 
preferring the present position was that it was slower and less 
demanding. For example, an older senior clerk described how his 
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present clerical job was more routine, which was preferable at that 
stage of his life because he now appreciated having less 
responsibility. Similarly, a 57 year old production worker explained: 
I'm now a gatekeeper at Telecom with better conditions. 
Being in the open, it is not as hot, and I am not working in 
fumes. It was very noisy at GM. It is also much easier and 
more relaxed here (1059). 
A small minority of more fortunate respondents expressed a 
preference for their present position because they had obtained a job 
with higher status or better working conditions. A clerk stated: 
I have moved to a more middle management position. It is 
more interesting, although there is more pressure than at 
GM. It was easy at GM, maybe because it was a branch office 
rather than a head office (1020). 
In accordance with the preference expressed for the old job, was 
the finding that only 15 per cent of the interviewed were dissatisfied 
with the pre-redundancy job (most of whom were production workers), 
while 51 per cent of the re-employed were unhappy with their new work 
situation. 
The production workers were the occupational group which 
expressed the greatest dissatisfaction with the work at General 
Motors, chiefly because of the unpleasant work environment and the 
repetitious, unrewarding nature of the work at GMH. Beneath is a 
typical response from this group: 
I think I was in the majority in not being satisfied. There 
was not much satisfaction in any of the jobs there. I don't 
know anyone who enjoyed their work out there, most of the 
people resented the place. That sort of work - you don't 
get much satisfaction out of it (1046). 
Another assembly line worker said: 
I was dissatisfied. The company was not that bad; they had 
pretty good conditions and stuck to the award on things like 
safety. They were not bad employers, but the work was not 
pleasant sort of work (1045). 
When satisfaction was expressed, it was always with regard to the 
extrinsic aspects of the job: 
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I was satisfied there. I built my house through it. It was 
close. It was an alright place to work for (1053). 
The position taken by the white collar employees was the opposite 
to that of the production workers, with the former expressing the 
greatest satisfaction with their employment at General Motors. The 
comments of an office worker illustrate the general feeling of the 
staff: 
I was there twelve years. You become attached to the place. 
It was like a family really; the same people for so long, 
for so much of the day ... (1026). 
There was, however, one major source of dissatisfaction, which 
was expressed by the female clerks: the occurrence of sex 
discrimination in the staff section of the plant, as evidenced by the 
fact that no women were promoted above a Grade 5 (the hierarchical 
grade system went up to Grade 10): 
It was very male oriented. Private enterprise is definitely 
the boys' club. We have the business of the local bar. 
Your place is behind the typewriter or in bed. Just hard 
work and application does not get you very far. You can 
tell I am bitter, but married women are just as ambitious as 
anyone else (1035). 
A female clerk with a Bachelor of Commerce degree gave another 
example of discrimination: 
They put a young fellow on as a Grade 4 clerk who had come 
off the plant at the same time as I joined. When we left, 
he was Grade 7 and I was Grade 4. He had no education, he 
stuttered and was always asking us to get him out of 
trouble. He was hopeless - that is the sort of thing that 
annoyed me. Another fellow jumped from a Grade 4 to a 
Grade 7 in a few months. The men would do gigantic leaps in 
promotion and you would just have to sit and watch and 
think, 'You know, I could do just what he did, given the 
chance' (1040). 
Another female clerk also complained about the lack of promotion 
opportunities saying that, when a superintendent position became 
vacant, the specialist clerk in the superintendent's section would be 
the obvious choice to fill it, as this individual was the most 
familiar with the area; however, whenever the specialist clerk 
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happened to be a woman, a male would be promoted to the position from 
another section. Even during the period of the closure, management 
refused to place women in supervisory positions. 
Despite the issue of sex discrimination, job satisfaction was 
rated high at the old workplace among the staff workers; however, it 
was rated considerably lower by staff who obtained new positions. 
Many were pleased to have obtained any job, so long as it paid for the 
necessities of life; this did not mean, however, that they were 
necessarily content with their new position: 
It's not a good job but I just wanted to get out and get 
something. The money is coming in. It's better than not 
having a job (1017). 
This sentiment was also expressed by the manual workers: 
I'm a cleaner now, and I get small money, but I had to get a 
job (1056). 
Work Conditions 
The poor working environment characteristic of a car assembly 
plant is well documented in the sociology of work literature, and 
the conditions at Acacia Ridge were no exception. A few of the 
interviewed, who worked at the shop-floor level, stated that their 
hearing had been impaired by the extreme noise of the factory: 
My hearing has deteriorated. It's very noisy on the factory 
floor. Terrible at General Motors - hammers, everything 
going at once. I felt relief at leaving because it would 
get me out of the rut. Factory life is no good for anyone. 
I worked eight years there (1067). 
When asked about the nature of their work at General Motors, the 
production line workers described their jobs as tiring and exhausting. 
Many of the job tasks were repetitious and short in duration, often 
lasting a few minutes or less: 
You get some of those jobs there and it's the same thing all 
the time, you know. Well, it can get to you (1059). 
One of the AMFSU shop stewards blamed the harsh conditions for 
the production workers' passivity: 
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These fellows are robbed of the opportunity to think. I 
believe it is taken out of them by the pressure built into 
the job. They are very passive workers, totally ignorant of 
their rights. There are certain steps to do 160 times a 
day, and they can finish on Friday (1061). 
Conversely, many maintenance workers described their jobs as 
"quite easy most of the time" with regard to ensuring the smooth 
running of the machinery: 
In maintenance, we didn't work hard, but you would see the 
poor cows working hard on the production line and you would 
wonder why (2080). 
He further said of his fitting job: 
It was a good job. I had an easy time there, but I was 
happy to get out. I was on the afternoon shift for 
16 years ... didn't like the hours but it was quiet and I 
have still got my hearing - not like some of the poor day 
boys who have gone deaf because of the factory conditions. 
However, some fitters also considered their job to be tedious: 
I was always threatening to leave. I would get a whiff of 
the place and want to turn around and go home. Work could 
be very boring (1083). 
The working environment was unpleasant at the factory level, 
although the conditions were considered good. The wages of the 
production workers compared favourably with those paid to most semi-
and unskilled workers, starting at $280 per week. A leading hand 
would receive $5 a week in excess of this amount, and there was a big 
leap in wages for the foremen, who received $26,000 per year. 
Tradesmen's wages were also high, being in the range of $410 per week 
and above. It was often said of the foremen that, because they were 
not permitted to do any process work, they did not really work - "they 
just walked up and down the aisles." It was also felt that there were 
too many foremen: 
More chiefs than Indians. The chief may have only 20 or 
30 men under him (1040). 
The working environment of the staff was described as pleasant, 
and most of the respondents considered themselves and their colleagues 
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to be well paid. The salaries of most of the staff were high because 
of the large number who were long serving employees. 
As discussed earlier, work relations were, for the most part, 
very good at the plant. The management made a special effort to 
establish a good rapport with the rank and file. Relations between 
the foremen and production workers also appears to have been fairly 
harmonious, at the surface level anyway. The production workers had 
no control whatsoever over how long a job took to be completed nor 
over the pace of the job. The tradesmen did have limited autonomy 
over a work task in that, by using their knowledge and skill, they 
could determine the best way to repair or install machinery. Manual 
workers were not employed on a casual basis and were therefore 
entitled to sick leave and a limited pension scheme. Job skills on 
the assembly line were obtained through on-the-job training. With 
regard to the staff, work tasks varied in length, complexity and 
uniqueness, in accordance with the position held in the hierarchy of 
the administration section of the plant. 
Slightly under one-third of the white collar employees claimed 
there had been significant changes in their job due to technology in 
the few years preceding the closure announcement. This group was 
divided equally on the question of whether the changes resulted in an 
increase in skills or a decrease: clerks at the Grades 3 or 4 level 
who performed more routine work tasks, were inclined to say that the 
level of skill required was the same or less: 
I learnt different skills in learning the computer but on 
the whole, it simplified my work. It became easy and rather 
boring (1031). 
We changed into computer systems. The level of skill was 
more or less the same, making some parts easier and some 
harder. You did have to have some knowledge of computers 
(1040). 
Conversely, the senior clerks and executive staff believed that 
the introduction of technology had increased their skills: 
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Technological changes? Oh, yeah, they introduced computers 
into the Accounting Department ten or twelve years ago and 
we had 50 to 60 people in this section while, at the time of 
announcement, it was down to 18 or 20. It requires 
different skills; I would say more skill. When the system 
was manual, the skills were adding up figures accurately, 
using adding machines. The computers are more sophisticated 
and there is a greater use of statistics; it is more 
complicated (1036). 
The reduction in the number of staff was achieved through 
transfer to other departments or interstate, and through voluntary 
retirement schemes. 
The shop-floor employees reported no significant technological or 
organisational changes in the years preceding the announcement. A few 
robots had been introduced for the production of windscreens, but this 
had not had any effect on the skill level of the manual workers. 
Attitudes to Work and Leisure 
The work ethic did not appear to be particularly strong within 
the GMH workforce. In response to the statement, "If I could 
comfortably retire now I would do so," 72 per cent of the manual 
workers, and 62 per cent of the staff employees, said they agreed. 
These high percentages reflect the aged nature of the sample. A 
43-year-old fitter, who answered in the affirmative, freely admitted: 
Some people work because they like it, but I only work 
because I need the money. I would like to retire early, say 
45, but I am forced to be competitive for a job against the 
young people (1080). 
Strong agreement was also expressed with the statement, "The 
enjoyment of leisure is what makes life worthwhile." The proportion 
of blue collar workers expressing agreement (72 per cent) was higher 
than the number of white collar employees doing so (52 per cent). 
Surprisingly, however, there was no difference (both only 55 per cent) 
in the responses of the staff and manual employees to the statement, 
"What I do at work is more important than the money I earn," which 
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endeavoured to determine the importance of pecuniary rewards in 
comparison to the intrinsic interest of a job. 
Because the great majority of the interviewed were long-serving 
employees, who placed a high priority on security in employment, 
redundancy was a dramatic event in their lives and, for many, it 
resulted in a change to their general attitude to work. Some felt 
betrayed by the company and, possibly for the first time, questioned 
the nature of the management-employee relationship: 
It disillusions you... when you have given 21 years of your 
life, and to have them not give the same degree of loyalty 
in return (1007). 
You work for a particular company and are loyal to it and 
they don't give a damn; that's it - get out. Nowadays, 
companies are being taken over by larger companies and they 
don't care about who works for them (1002). 
Another white collar employee, who later went to university, 
revealed that his studies had indirectly influenced his interpretation 
of his retrenchment experience: 
When you join a company the size of GM and you have all that 
background and you come to be retrenched, you come to 
believe that the only thing you are actually employed for is 
to sell your labour and you can be dispensed with at any 
time when the need arises (1016). 
It should be stressed that most of the respondents did not 
experience any profound change in their attitude to work, but placed a 
different priority on specific aspects of work: 
No general change really. I personally don't hold myself 
responsible for losing my job. No, my outlook did not 
change (1052). 
One of the fitters interviewed said there had been no general 
change in his attitude to work because he had previously experienced 
retrenchment: 
There was no change in my attitude to work. I saw private 
companies in their true light long before General Motors. 
You see, I had been retrenched before; it was a hell of a 
shock then. I had already had that experience. So, at GM 
it was to get my pay; not for their benefit or as a company 
man (1080). 
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All occupational groups said that security became more important 
to them following the retrenchment. Staff employees, unlike other 
workers, emphasised the importance of having an interesting job: 
Pay at one stage was important to me but in my situation 
now, after being retrenched and receiving the golden 
handshake, an interesting and varied job is more important 
than the amount of money (1031). 
All my children are working now and this means at this 
stage, my interests don't have an accent on the amount of 
money I now earn. Interest and variety have a much higher 
rating than it did before. I'm more independent now (1036). 
Manual workers, however, took the opposite view, and placed 
higher priority on remuneration than they previously had: 
For me, a decent wage is the most important thing now. Many 
do not pay very well in the metal industry (1071). 
Well, I believe that it is most important to make good 
money. It has made me more conscious about savings (1053). 
The differences in the groups' attitudes with regard to the 
importance of having a job that was intrinsically interesting was also 
due, in part, to their contrasting financial positions after the 
retrenchment. 
Unemployment Experience 
Reasons for Unemployment 
The shutdown of the Acacia Ridge plant was seen by many as a 
severe economic loss for the surrounding community, and a setback for 
the employment situation in the southern suburbs of Brisbane, which 
already had very high levels of unemployment in comparison to the rest 
of the State (the suburb of Inala had 17 per cent unemployment in 
1986). 
We do not have many labour-intensive industries and Acacia 
Ridge employed 1,500 people. There are not many employers 
that big, and you could always get a job there, no matter 
who you were. It served as a great employer in the local 
area. There were 16 acres under one roof (1052). 
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Lots of little firms developed around it. Being in 
receiving, I saw the number of firms that relied upon the 
plant and, seeing it closing, I wondered what they were 
going to do (1021). 
The major reason given for the decline in the local automobile 
industry, and the resulting growth in unemployment, was that the 
increasing importation of overseas built cars had increased and the 
local manufacturers had been unable to compete with the flood of 
imports. Many of the respondents, therefore, advocated a more 
protectionist role by government in supporting Australian industry: 
The Federal government should make it harder on companies 
who bring in cars that are wholly assembled overseas when 
they are in a similar bracket or in direct competition with 
the local product (1047). 
It's damaging, allowing so many imports. I went to Japan in 
1969 and you never saw a non-Japanese vehicle. They protect 
their own industry (1052). 
They say the public makes the choice. People take a very 
selfish short-term view about consumerism. They buy 
something that suits them at a particular time. We are 
rapidly becoming a country of teachers, bankers, public 
servants and no business members (1004). 
Another major reason given for unemployment, which is closely 
associated with the above explanation, was that importation of 
automobile parts from overseas for assembly in Australia had 
increased. Many former automobile employees expressed concern at the 
consequences of these industry changes which, they believed, would 
result, not only in a great loss of employment, but also in local 
industrial expertise, skill and knowledge: 
The world car concept was designed in Europe, so there is no 
real Australian car as such. Most of it is brought down in 
boxes and put together here. It's a loss of expertise, a 
loss of engineering and designing skills (1061). 
One maintenance fitter gave the following impression of the 
changes in the industry: 
When I started there, they were building their own Bedford 
trucks over there, rivetting the chassis together; while, 
more recently, you would walk from the car park to the 
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factory and there would be dozens of Jackaroos, four-wheel 
drives and one-tonne trucks, fully imported from Japan -
which we could have built (1074). 
Some saw the decline of automobile manufacturing as part of a general 
historical trend, which had resulted in the gradual disappearance of a 
number of local industries, such as aircraft manufacturing, 
ship-building and electronics. 
Most of the blame for the decline in manufacturing was placed on 
the Federal government, rather than on a lack of initiative on the 
part of private enterprise. Concern was also expressed about the 
effect of the general decline in manufacturing on local industry. It 
was felt that the shift of manufacturers such as Malleys or Rheem to 
the southern States, was due to the inadequate industrial policies of 
the Queensland government. For example, one employee criticised the 
State government's acceptance of overseas contracts in preference to 
local applications. Another respondent emphasised the rivalry between 
the States to attract industry and pointed out that Queensland was 
losing out against the southern States: 
A lot of business is going down to Victoria where the head 
officers are recalling their branches, such as Malleys. 
They were being offered hundreds of thousands of dollars to 
bring back their operations to Victoria or New South Wales, 
whether political or rationalisation, we will never know 
(1066). 
A third reason given for the problems in the car industry was 
that there were too many producers in the small Australian market. 
There was widespread agreement, therefore, with the viewpoint of the 
Federal government, that the automobile industry needed to be 
rationalised. 
Attitudes to Unemployment 
The retrenched workers from GMH found it difficult to find work 
again, with 57 per cent being unemployed six months after the closure 
and one-quarter still being unemployed one year later. There was 
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little difference in the unemployment experience of the white and blue 
collar groups, although the former fared slightly better with regard 
to finding employment. Very few, however, obtained short-term casual 
work after being retrenched. 
The bulk of the workforce who were interviewed had been 
long-serving employees: 89 per cent had been employed at GMH for more 
than seven years, and 40 per cent for more than fourteen years. 
Consequently, many found looking for a new job a difficult, 
frustrating and even intimidating experience, particularly the white 
collar workers who, on average, had been employed at GMH longer than 
the manual workers. 
Finding employment that was similar in nature or status to that 
of the former position was frequently a disheartening experience for 
middle-aged white collar employees. A despondent former executive 
explained how he felt after being out of work for over one year: 
I am over 50 years of age and, without being funny or 
anything, to get back into personnel or industrial relations 
you have to have a university degree and not be older than 
30 or 35 years. I don't fit into either category so it is 
pretty hopeless trying to find employment of an equivalent 
status or money. I have been unemployed since last 
November. I probably could get a job digging drains but I 
don't know how long I would last physically (1009). 
The feelings of depression and self-consciousness which 
manifested themselves during the period of unemployment are clearly 
evident in the following statement made by a 49-year-old engineer: 
I realised what it was like to become unemployed; after a 
while you do start to avoid people. If you meet anybody 
that you don't know the first thing they ask is, 'What do 
you do?' The longer it goes on you start to think that it 
is you, why haven't I got a job? Maybe there is something 
wrong with me? Financially, you are worse off and you can't 
do the things. When you are out of a job, just a job is 
important, although that changes once you have a job (1006). 
An unemployed clerk was also pessimistic about finding a 
position similar to his former one: 
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Clerical work has been very difficult to obtain; in fact, 
one person I worked with has ended up on the line in an 
automobile place (1025). 
Feelings of despondency were not restricted to those white collar 
employees retrenched at the time of closure; older staff employees who 
were offered voluntary packages before the closure decision 
experienced similar emotions. A secretary, speaking about her former 
department head, said: 
My boss was asked to take early retirement, and I saw him 
growing older with worry about what was happening and the 
future (1031). 
Another clerk also discussed the dispiriting effect an offer of 
early retirement had on some senior staff: 
They kept putting out voluntary retirement packages for 
people over 55, offering these packages - that if you leave 
now you will get so and so. Some accepted and others were 
more or less pressured into accepting. A friend refused a 
first offer and was upset by it; then they came up a little 
while later with another one which they offered a bit more. 
Then there was a third and his wife said, 'Look, they don't 
want you, so why not take the money and go?', so he took it. 
That sort of thing went on, with them applying certain 
pressure - persuading (1040). 
Feelings of despondency during the period of unemployment were 
certainly not restricted to the staff employees, as many older manual 
workers also became very discouraged while out of work: 
Personally, because I felt I had long-standing employment 
for 27 years, I felt it has been a hard time because I am at 
an age when it is hard to start again - an apathy feeling. 
I have not had much motivation to do anything (1046). 
I did go through a period of losing some of my self-esteem 
for the first six months. The CATHA course helped. I 
always felt: would my next job last? (1053). 
I was extremely lucky in finding a job, otherwise I could 
still have been on the scrapheap, tearing my hair out 
(1057). 
In addition to the difficulties experienced obtaining work, 
complaints were also made about the limitations imposed on individuals 
by the level of unemployment benefit: 
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You can't live on the dole. You can eat on the dole, but 
you can't pay your rates or electric light (1074). 
Conversely, a few of the unemployed were quite content with their 
present position: 
I have been in the motor trade all my life. I am a 
panel-beater by trade. I was pretty glad to get out of the 
place after 23 years. I'm not worried about being out of 
work at the moment (1005). 
I'm quite happy. I know I won't sit at home and do nothing. 
Next year I will be doing a Diploma of Education (1030). 
Several respondents expressed dissatisfaction with the 
Commonwealth Employment Service because they believed it had given 
them no encouragement or support: 
The CES say: don't worry about a job, you can't get one 
when you are over 45 (1021). 
If you are on the wrong side of 35 they start to turn their 
nose up at you (1047). 
The government couldn't care less. I think they should 
help. They are hopeless; after you have spent nine weeks on 
the dole, going up there every week ... you get the same 
answers (1086). 
Reactions to the Federal government CATHA training scheme were 
far more positive, with most of the interviewed expressing 
satisfaction with courses they attended. However, two respondents, 
who wanted to study engineering, complained that the administrators 
had tried to discourage them, advising them to enrol in short-term 
TAFE courses instead. Another employed respondent complained that the 
scheme was restricted to the unemployed and, therefore, he was not 
eligible to participate. 
It was also suggested that it was better to utilise other avenues 
of finding employment, rather than the service provided by the CES: 
An old friend got me the job. The CES did not do anything. 
It is up to the individual to find work (1077). 
In order to assess their attitudes on the causes of unemployment 
in present day society, retrenched GMH employees were asked to respond 
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to four statements which varied along a conservative/radical continuum 
(see Appendix). The radical view of the cause of unemployment places 
responsibility on the capitalist as manager, while the conservative 
position holds that unemployment is caused by the excessive demands or 
shortcomings of individual employees. The latter interpretation is 
well illustrated in the following comments of some respondents: 
The problem with the young is that they just don't want to 
work (1040). 
You can get a job if you really set your mind to it. 
Unfortunately, a lot of them expect to walk into a job with 
the same rate of pay (1033). 
I think if you are any good at your work you will get 
another job (1073). 
A scale was constructed for which an Alpha Reliability 
Coefficient of .53 was calculated. 
TABLE 5.12 
EMPLOYEES' PERCEPTIONS OF THE CAUSES OF UNEMPLOYMENT 
(Column Percentages) 
Attitude on Scale 
Occupational Status 
Total 
(n = 87) 
White Collar 
(n = 40) 
10* 
40 
50 
Blue Collar 
(n = 47) 
28 
32 
40 
Radical 20 
Centre 35 
Conservative 45 
*Rounded to nearest percentage. 
Table 5.12 reveals that only one-fifth of those interviewed 
adopted a radical stand on the reasons for unemployment. Manual 
workers did take a more radical view than white collar workers; 
however, overall, the predominant position taken by GMH employees was 
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conservative. No difference in views, on the basis of age, sex and, 
surprisingly, the length of unemployment experienced by the 
respondent, was found. 
Conclusion 
This case study of the closure of the Acacia Ridge vehicle 
assembly plant provides a detailed account of the negotiations entered 
into between the trade unions and management in the settlement of the 
redundancy package. In doing so, it reveals the strategies which 
management used to minimise the cost of the redundancy payments and to 
ensure that production continued smoothly until the final closure. 
Management was able to take advantage of the divisions within its 
workforce (i.e. occupational status, age and trade union affiliation) 
in order to achieve those goals. 
Research into the industrial situation at the plant prior to the 
retrenchment showed that the relationship between management and 
employees was harmonious and, on the part of the former, was also 
paternalistic and authoritarian. It was the high trust relationship 
which existed between staff and management, and the good working 
conditions offered at the plant, which made retrenchment all the more 
difficult to accept. 
Finally, this chapter has described the subsequent employment and 
unemployment experience of the GMH employees and showed that these 
experiences varied according to the former occupation and age of the 
respondent. 
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CHAPTER 6 
RETRENCHMENT AT BREMER RTVER 
Introduction 
In the previous chapter, it was shown that over 800 jobs were 
lost at General Motors Holden as a result of the restructuring of its 
parent company, the huge multinational firm, GMC; however, in this 
case study, over 300 Bremer River meatworks employees were retrenched 
because of an interstate takeover of the company. This chapter 
examines the industrial relations record which existed at the plant 
prior to its closure, the long dispute between the meatworks union and 
the new owners over proposed working conditions at the re-opened site, 
and the subsequent employment experiences of the redundant workers. 
The T.A. Field company was opened in Queensland in the late 1950s 
by Tom Field, who came from Orange in New South Wales, where he had 
also established an abattoir. The company expanded rapidly to 
encompass 56 butcher shops in New South Wales and Queensland and 
several abattoirs, including the Bremer River Meatworks at Ipswich and 
the Fitzroy River Meatworks at Rockhampton. During the late 1970s, 
however, the company had sold-off most of its operations. In 1982, 
the abattoirs at Ipswich and Rockhampton were sold to the 
transnational company, Amatil; however, no retrenchments occurred 
after this takeover, and the management remained virtually intact. An 
obvious similarity between the takeover by Amatil and the later 
takeover by Metro Meat was the persistent denial of takeover rumours 
by T.A. Field management up until the day the company was bought out. 
Prior to April 1984, under the T.A. Field Meatworks Award, the 
meatworks employees at Bremer and Fitzroy Rivers had the best award 
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conditions in Queensland. As well as providing for numerous site 
agreements and work regulation clauses benefiting the employees, the 
Award allowed for a maximtim tally of 70.31 units a day, which was 
roughly equivalent to 37.5 working hours a week. (A unit is 
approximately 100 pounds of beef.) Other sheds in Queensland came 
under the Queensland Meat Industries Award, which stipulated 
40 working hours per week or 75 units as a requirement. The latter 
award, however, offered higher wage guidelines and better working 
conditions than the minimum award for meatworkers called "the Part 3 
Federal Award 1981". 
If the shed at Bremer River was working to full capacity, the 
tally workers (boners, slicers and slaughterers), who worked directly 
with the mechanised chain, received 4.69 units in overtime. The 
T.A. Field Meatworks Award was considered by the AMIEU to be the award 
for which all other sheds should strive. It had been granted the year 
after a log of claims was served on T.A. Field in 1980. Prior to the 
introduction of this award, there had been several strikes and 
disputes over wages and conditions. This industrial unrest had, 
however, subsided in the years before the April takeover by Metro 
Meat, although there were still frequent disputes at the shed at 
Fitzroy River. Unfortunately, the T.A. Field award was gained during 
a period of recession and at a time when there was a general slump in 
the meat industry. Consequently, other meat industry employees did 
not consider themselves to be in a sufficiently strong bargaining 
position to demand a better award. 
Background to the Dispute 
In the few years before the retrenchment at Bremer River, there 
had been considerable change in the ownership of the large abattoirs 
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in Queensland, with the small local, and often well established, 
family concerns being taken over by large interstate and multinational 
firms, such as Amatil, Elders IXL and Adelaide Steamship Pty Ltd. 
These takeovers were accompanied by industrial conflict with the 
meatworkers' union, the Australian Meat Industry Employees' Union 
(AMIEU), because the new owners tried to introduce, occasionally 
successfully, lower standard award conditions with regard to wages and 
1 
conditions. 
The new, large operators were usually already experienced in meat 
processing, and were able to purchase the abattoirs at "rock bottom" 
prices during the mid-1980s. The meatworkers suffered from the 
downturn in the industry, experiencing massive retrenchments, and 
their position was made worse by the poor industrial relations which 
had previously existed between the meat processors and meatworkers. 
Recession in the Meat Industry 
The dispute at T.A. Field occurred during a period of recession 
in the meat industry. More than 40 meat processors had gone out of 
business in Australia during the previous two years at a cost of 
11,000 jobs and, in Queensland alone, there was considered to be 
2 
double the required abattoir capacity. 
A wide range of factors were responsible for the problems in the 
meat industry. The downturn in the meat industry was directly related 
to the state of the export markets. In 1980, America introduced a new 
import law whereby the level of imports was determined according to a 
formula which was partly dependent on the level of U.S. production. 
If domestic levels were below the figure determined by the formula, 
exporting countries, such as Australia, could export the shortfall; 
this shortfall had declined in the years before the dispute. The 
other important change in Australia's export trade was the relative 
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decline in exports to Japan in relation to U.S. exports, from 1978 to 
1984. The U.S., during this period, doubled its exports, while 
3 
Australia's exports remained static; this was due to trade-off 
agreements between the U.S. and Japan, and also to a glut in the 
European market. 
Another important factor contributing to the high unemployment in 
the meat industry had been the increase in the overseas export of live 
cattle; local breeders were left short of young cattle, both for 
breeding and consumption, because so many were sent overseas. 
Other reasons for the short seasons and stand-downs included a 
severe drought and the introduction of an eradication scheme to rid 
Queensland and the Northern Territory of Brucellosis, which both 
contributed to the decline in the national herd. Consequently, cattle 
were not bought for the abattoirs, but to restock graziers' 
properties. The decline in the herd resulted in a significant 
increase in the price paid for cattle and this, in turn, led to a 
lower beef consumption locally. Another reason given was the 
earlier-mentioned conflict between the meat processors and the 
cattlemen: meat processors might collude to not buy cattle above a 
certain price; however, on the other hand, cattlemen might hold the 
cattle back to get a better price, forcing the meat processors to 
retrench workers. One meatworker cynically remarked: 
So, while they wait for the cattle, they can put the boot in 
too (2086) (labourer). 
The Dispute 
On 3rd April, 1984 the manager of T.A. Field wrote to the 
Queensland Branch Secretary of the AMIEU advising that his company 
4 
would be finishing its meat processing on 4th April. However, by the 
time the union leaders at Trades Hall had received the letter advising 
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of the closing down of the operations, most of the 325 employees at 
the plant had been told to "finish up" immediately. 
The reason given for the retrenchment by the General Manager was 
that the company had been unable to find a purchaser for the meatworks 
as a going concern, and so the company had "sold its fixed assets in 
its abattoirs (i.e. its land, buildings, plant, equipment, etc.) to 
various subsidiaries of Metro Meat Ltd". (Metro Meat was, itself, a 
subsidiary of the large interstate company of Adelaide Steamship.) 
However, stock, by-products and personnel, were not included in the 
sale. Through this form of purchase, the new owners hoped to avoid 
adherence to section 61(d) of the Arbitration and Conciliation Act and 
thereby not have any legal commitment to the T.A. Field Award. 
Following the retrenchments, the Managing Director of Metro Meat 
met the Branch Secretary of the AMIEU at Trades Hall to advise him 
that Dinmore and Fitzroy Works had been purchased by Metro Meat, that 
applications for jobs were to be called, and that the company would 
operate under the Federal Award 1981. He had also pointed out that 
he had passed this information on to the union purely out of courtesy. 
(The Federal Award stipulates longer hours, less pay and lower 
conditions than the T.A. Field Award.) In response, the Branch 
Secretary became agitated and told the Managing Director to "go back 
to Adelaide". He also told the Managing Director he was "astounded 
that he could talk of a 'courtesy call' when workers were being 
threatened with $100 a week wage cuts, loss of seniority and loss of 
many other award conditions (including the hard fought 37.5 hour 
week)". The Managing Director was further advised that the unclear 
position of Metro Meat on wages and conditions was not acceptable, and 
he demanded that a document outlining proposed work conditions be 
submitted to the union. 
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Publicly, the Managing Director refused to give any assurances 
that the workers at Dinmore would retain their jobs, and he refused to 
outline what wages and conditions the abattoir would offer. The 
Queensland State Minister for Industry, Mr Ahern, had said manning 
levels at the plant "would depend on negotiations with the men about 
salaries and conditions", which suggested the workers might have to 
Q 
take a pay cut.^ 
After a union-organised mass meeting on 5th April, at which 
complaints were made about pay discrepancies and the fact that some 
pro rata and long service entitlements had not been met, a picket was 
set up. It was decided to retain the picket in order to prevent new 
prospective employees from gaining work at Dinmore at the expense of 
sacked T.A. Field workers. This action was taken because Metro Meat 
was conducting job interviews, instead of the usual abattoir practice 
of filling positions on the basis of seniority. Consequently, the 
picketers asked recent members of the union, and outside labour, not 
to "sign up" with Metro. The Works Secretary explained, "We were only 
prepared to go back to work under the T.A. Field award agreement and 
• -^  A "10 in seniority order. 
Despite their earlier confrontation, another meeting was arranged 
for 12th April between the Branch Secretary and the Managing Director; 
however, on 7th April, a call for labour by Metro Meat at Noarlunga, 
Petersborough, Cootamundra and Katanning meatworks appeared in the 
Courier-Mail, without any prior consultation having taken place with 
the union. The union saw this action as a deceptive means of hiring 
employees at Dinmore on the company's terms. 
They advertised the different parts of the plant [at Bremer 
River] under the different places. Cootamundra was the 
boning room, Petersborough the freezers. It looked like you 
were applying for a job in all these plants. In actual fact 
what they [the union] reckoned they were giving to )^<^n was 
'Oh, there is no job there, but there is one here.' 
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The next step taken by Metro, which infuriated the union, was to 
advise members to sign a new employment application form which would 
provide information about their health, past injuries and any Workers' 
Compensation payments received. The requirement that this application 
form be completed was seen as another attempt by Metro to operate 
without the T.A. Field Award, side agreements, and the the union 
seniority list, because in the form the worker was told he or she had 
to "abide by the conditions of employment adopted by the above 
company." 
The meeting on 12th April failed to resolve the dispute because 
Metro Meat, with the support of the Meat and Allied Trades Federation 
of Australia, only offered the employees at Dinmore the Federal Meat 
Industry Award 1981, although the company was willing to enter into 
negotiations for the QMIA Award 1979, which incorporated better wages 
12 
and conditions. The AMIEU insisted, however, on retaining the 
T.A. Field award, with its 37.5 hour week and side agreements 
(seasonal allowance and manning ratios). 
The firm stand taken by management was justified on the basis 
that it would allow Metro "to compete and operate on an equal footing 
13 
with most other meat processing operators in Queensland". The 
union, on the other hand, saw the matter quite differently. In April, 
the highest priority of all Queensland meatworks' delegates was to 
14 
obtain the T.A. Field Award state-wide in the log of claims. On 
4th May, the State Secretary received a letter from the Director of 
the Meat and Allied Trades Federation informing him that, because 
"there had been no positive response to the Metro Meat offers, ... all 
such offers by these companies are now withdrawn". 
The AMIEU sought and received political support from Federal and 
State Labor politicians located in Ipswich and Rockhampton, arguing 
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that Metro Meat was breaking the Accord Agreement. The union also 
gained support from the Federal Minister for Primary Industry, 
who instructed Meat Inspectors not to cross the picket line at Bremer 
River. The Federal Minister for Employment and Industrial Relations 
also expressed opposition to the threat by Metro to advertise vacant 
positions at Bremer River with the CES: a tactic aimed at forcing the 
meatworkers back to work, as they would lose their unemployment 
17 benefits if they were considered to be refusing work. A few 
respondents reported being harassed and questioned by CES officers 
during the dispute, with regard to their employment status and 
willingness to return to work if Metro advertised the positions. The 
State Secretary of the union believed Metro was trying to "starve the 
18 
workers into returning to work". 
Metro Meat and the Meat and Allied Trades Federation sought the 
19 help of the State National Party Ministers, Ahern and Lester. 
However, their advice to the union to be "realistic" and accept a drop 
in pay only angered the union further. Union officials felt that, 
since the workers were under a Federal award, the State government had 
no business interfering in the dispute. 
Negotiations between the two parties were discontinued for nearly 
three months. During this period, the union organised mass meetings, 
continued the picket, and arranged food parcel handouts at the union 
co-operative store. The union also encountered problems dissuading a 
significant number of union members not to enter into private 
negotiations with the company. Meanwhile, Metro Meat had been 
telephoning employees and writing to them individually, advising that 
it intended to open the plant on 16th July under the QMIA Award 1983, 
and that, after work commenced, it was prepared to meet with employees 
and union representatives to finalise outstanding matters. The 
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opening did not proceed as planned, however, and such actions served 
only to make settlement of the dispute more difficult. 
Following an offer by the State Opposition Leader, Keith Wright, 
to act as a mediator in the dispute, negotiations recommenced (on 
17th July) and were followed by mass meetings of roughly 900 employees 
at Ipswich and Rockhampton, to discuss the company's offer to 
introduce a new Queensland Meat Industry Award. Discussions between 
management and the union again broke down over manning provisions and 
the 40-hour-week issue, but union delegates authorised Mr Wright to 
continue private talks with the management of Metro Meat. As a result 
of these negotiations, a proposal was formulated which was put before 
20 
a mass meeting in raid-August and accepted by 454 votes to 346. 
Within the proposal, Metro had compromised on some issues while the 
AMIEU had agreed that members would return on a 40-hour-week or 
75-unit basis. This agreement would allow Metro Meat to open in time 
to tender Japanese beef contracts, in late September. The State 
Secretary considered the agreement to be a victory, as it had forced 
the company to adopt an award with similar provisions to those of the 
21 T.A. Field award. However, the real victor appears to have been 
Metro Meat, as the employees had lost the 37.5 hour week provision 
which, when introduced, had been a major breakthrough with regard to 
meatworkers' working conditions. On 15th September, meatworkers who 
were high on the seniority list, returned to Bremer River under the 
new Queensland Meatworkers' Award (Metro Meat). 
Management-Employee Relations and the Handling of the 
Retrenchment 
Three hundred and twenty-five women and men, from a total 
workforce of 1,000, were retrenched from the Bremer River meatworks 
after receiving only a couple of hours' notice. The response by the 
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majority of the employees to the way the decision was implemented was 
one of surprise and anger. Workers were particularly incensed at the 
short notice given, although some admitted that being "kept in the 
dark" about company plans until the time of dismissal was quite common 
in the meat industry. 
A slicer stated: 
I felt pretty annoyed. Rumours outside the industry had 
gone on for months and we kept asking them what was 
happening. 'Oh, nothing is happening,' they would reply 
(2101). 
One boner said: 
Well, I felt they knew beforehand, and at least they could 
have told us earlier, and we would have been better prepared 
... but the way it was, you go in there one day and the next 
minute you are out of a job (2090). 
However, a union representative did confess: 
If we had a couple of days' notice we would have put a ban 
on the meat which would have given us a bit of power (2118). 
It was felt, almost unanimously, that the method of laying off 
workers was unfair, although one male slicer said: 
Management own the meatworks and they can run their business 
the way they want (2102). 
What infuriated workers more than the obvious lack of consideration 
shown by the short notice given, was the failure by the company to 
correctly "settle up" all payments owing to the retrenched; in 
addition to the numerous discrepancies which occurred in the amounts 
paid in wages, holiday pay and seasonal allowance, no provision was 
made for pro rata and long service leave entitlements. The President 
of the union expressed what was a general feeling of outrage, as 
follows: 
Look, if they wanted to be smart and give us half an hour's 
notice, that is their business, but I reckon the money 
should have been there; everything owing to us, the next 
day. 
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A government auditor was brought in to rectify the financial 
mess, although the works Secretary and President of the union still 
took a couple of months to determine the employees' entitlements; they 
estimated that in excess of $200,000 was owed to the workers. For 
example, pro-rata long service leave was payable after five years' 
service; to qualify, a total of 1,300 days' service was required, with 
a minimum of 220 days having to be worked per year. Many employees 
may have worked nearly 10 years for the company but would not have 
accimiulated the 1,300 days necessary for long service or, if they had, 
would not have met the 220 working days per year requirement. 
Under the new owners, working days accumulated towards long 
service were now disregarded, and many long serving meatworkers 
therefore had to start "from scratch". One slaughterman expressed his 
hostility as follows: 
I am annoyed about getting nothing because of the amount of 
time I put in with that company, and as far as I am 
concerned, it is still the same company. That five years 
and five months I worked there is all down the drain. I 
should have got a percentage of the long service and now it 
does not carry on with the new company (2094). 
The payouts to the meatworkers were very low in comparison to 
those made to other occupational groups studied, particularly the 
white collar GMH employees. Nearly 50 per cent of the meat industry 
workers received less than $1,000, and a further 30 per cent received 
less than $3,000. Only a handful of workers received more than 
$3,000, but this group did not generally receive much in excess of 
that figure. When asked whether they were pleased or disappointed 
with the settlement after being laid off, the great majority 
(77 per cent) said they were disappointed or very disappointed with 
the payout; only one person actually expressed satisfaction with the 
payout. Roughly one-quarter (27 per cent) had financial commitments 
at the time of the closure, usually in the form of a mortgage. Of 
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those who did say they had financial commitments, three-quarters said 
they found these difficult to meet after being laid off. One reason 
only a small number had significant financial commitments may be 
related to the fact that meatworkers generally avoid them, due to the 
uncertain and discontinuous nature of their employment. 
In protest at the way in which the company had treated them and 
the problems experienced with the final pay settlements, a picket 
involving over 30 meatworkers was formed outside the T.A. Field plant. 
The picket arose out of an earlier mass union meeting of the sacked 
workers, and continued throughout the five-month dispute between the 
union and Metro, primarily because of repeated attempts by Metro to 
bypass the union when hiring employees. A picket was also set up at 
the Fitzroy River abattoirs in Rockhampton, at which one picketer was 
knocked unconscious and seriously injured when men driving a Landrover 
broke the picket line. This incident increased feelings of hostility 
towards the new owners. After Metro advertised for labour in New 
South Wales and Queensland, employment enquiries were received from a 
number of casual workers; however, the great majority sympathised with 
the local workers' situation and refused to take their jobs. A few 
prospective outside workers did manage to get inside the plant (by 
climbing under the fence), but were subsequently evicted by the 
local employees, making Metro's call for outside labour a total 
failure. 
Very few of the meatworkers (11 per cent) thought T.A. Field was 
performing poorly before the decision was made to sell out to the 
large southern company of Adelaide Steamship Co. The Works Secretary 
denied the claims of the State Industrial Minister that the company 
was "non-competitive", advising that the profit in the previous year 
had been over $5 million. Meatworkers further argued that, if the 
Ji4 
company had been in financial difficulty, the plant at Orange in New 
South Wales (which had been non-operational for two years) would have 
been sold. In addition, production had been high for most of the 
year, necessitating a five-day working week, whereas many of the other 
sheds were working only three or four day weeks and, at the same time, 
were experiencing considerable industrial disputation. One employee 
argued that the higher cost of the 37.5 hour week was more than 
compensated for by higher productivity and more harmonious relations, 
and that the conflict at the other plants was due to their poorer 
working conditions: 
You see a lot of the conditions they were fighting for we 
already had ... ours were the best conditions in the state 
(2105, 52-year-old boner). 
Did the meatworkers consider there were other temporary, 
alternative methods of avoiding retrenchment? The following table 
reveals the responses of employees to a list of possible alternatives. 
TABLE 6.1 
MEATWORKS EMPLOYEES' PERCEPTIONS OF POSSIBLE ALTERNATIVES 
TO RETRENCHMENT 
(Column Percentages) 
Yes 
No 
Not sure/ 
not 
applicable 
n = 43 
Shared 
Work 
21.0 
70.0 
9.0 
Restrict-
ing 
Overtime 
51.0 
42.0 
7.0 
Compul-
sory 
Holidays 
37.2 
41.8 
21.0 
Shorter 
Working 
Week 
48.4 
40.0 
11.0 
Voluntary 
Retire-
ment 
25.6 
34.9 
39.5 
Wage 
Reduction 
7.0 
56.0 
7.0 
The only proposals considered seriously as alternatives were the 
restriction of overtime and the introduction of a shorter working 
week; however, both proposals received approximately only 50 per cent 
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of the positive responses. Nearly half rejected the restriction of 
overtime on the grounds that, in the meat industry, orders have to be 
completed quickly because there was a greater risk of products being 
spoiled. Slightly more than half of those interviewed rejected the 
idea of a shorter working week because many senior members of the 
union upheld the policy of continuity of employment, on the basis of 
length of service, in preference to the practice of sharing a small 
amount of work among many members. As one employee stated: 
The union has a policy that its members should not share the 
poverty (2103). 
It was primarily the younger or shorter serving employees who 
supported the proposal for a shorter working week. Because of the 
casual nature of the meatworks contract, and the generally poor 
working conditions (lack of superannuation, etc.), several of the 
other alternatives, such as voluntary retirement or compulsory 
holidays, were not considered to be feasible. The majority of the 
meatworkers strongly supported the trade union's policies on wages and 
conditions and, therefore, other proposals relating to wage reductions 
or shared work were emphatically rejected. 
The takeover of T.A. Field by another company, Metro Meat, was 
considered to be the main reason for the retrenchments (77 per cent); 
however, as Table 6.2 shows, a substantial percentage also believed 
economic reasons and mismanagement to be important factors. 
Several reasons were given by the meatworkers as to why 
mismanagement was an important contributing factor to the 
retrenchments. Many of the interviewed expressed the view that, if 
T.A. Field was experiencing financial difficulties, the situation was 
due to an excessive number of staff at the management and 
administrative levels. In addition to the management and clerical 
316 
TABLE 6.2 
EMPLOYEES' PERCEPTIONS OF FACTORS RESPONSIBLE FOR RETRENCHMENT 
(Column Percentages) 
Factors Responsible First Second Third 
Government 
Economic 
Company takeover 
Mismanagement 
No reply 
n = 43 
0.0 
12.0 
76.0 
12.0 
0.0 
0.0 
12.0 
23.0 
18.5 
46.5 
4.6 
18.6 
2.3 
7.0 
67.5 
staff being employed at the Ipswich plant, a number also worked at 
head office in Brisbane, which was considered to be quite unnecessary. 
One union representative stated: 
They were too top heavy and had lots of needless expenses 
... they were paying a large rent for head office and a car 
park in Brisbane. They employed three engineers but the 
engineer on the plant did everything; so that is $100,000 a 
year alone (2118). 
Another meatworker expressed the following view: 
Mismanagement was definitely a reason. I think Amatil knew 
nothing about the meat industry; they went in and the old 
management there took them for a ride (2111). 
The following complaint of a senior boner supports the general 
belief that management was top heavy: 
The problem was the hierarchy - no one would make a 
decision. If there was a problem in the boning room, the 
foreman would call in the boning room manager. He would go 
to the personnel officer, then to the manager; no one could 
sort anything out (2096). 
The restructuring of the Bremer River plant by Metro Meat 
involved the sacking of all clerical workers and most of the managers 
and foremen. Although some of these staff were subsequently 
re-employed under a new contract, the head office in Brisbane was 
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closed and only those working at that site were re-employed, and not 
the administrative staff at Ipswich. 
The economic factors cited as being the most significant cause of 
the retrenchments were the general state of recession at the time and 
the decline in the domestic and overseas processed meat market. (This 
matter is discussed more fully in the section on unemployment.) 
The overwhelming majority of respondents said the takeover of 
T.A. Field by Metro Meat was the reason given for retrenching 
employees. A small number (7 per cent) advised that management gave 
economic factors as a reason. The notice given to employees' 
representatives, of the intention to close the meat processing 
operators, in fact implied that the sale was due to "very difficult 
24 times in the meat industry", and the manager had stated in the press 
that "economic problems" had been the reason for the sale. The 
interviewed were also asked whether they considered the reasons given 
to be valid or true. The results are given in Table 6.3. 
TABLE 6.3 
EMPLOYEES' EVALUATION OF THE VALIDITY OF REASONS 
GIVEN FOR RETRENCHMENT 
(Column Percentages) 
Meatworks 
Employees 
Valid 46.5 
Not valid 30.0 
Mixed response 23.5 
Less than half of the former employees believed the reasons given 
were valid or true, partly because they did not feel economic 
difficulties were being experienced at Dinmore. One of the packers 
stated: 
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I don't think we will ever know the truth; the only thing we 
were told was that they were going broke, but business 
seemed to be going well (2109). 
The other reason for this cynicism related to the nature of the 
sale to Metro, in that the fixed assets were bought and not the 
business itself. The consequence of this decision was the 
retrenchment of all personnel. 
No, it was not true. We believe they bought the business; 
and doing what they did was one way of achieving a 
re-employment of the workers at a lesser award. For 
example, they retained all the old orders from T.A. Field 
(2108, boner). 
Frequently, general distrust was expressed towards management: 
These blokes - once you have been working with them for so 
long you know they never tell you the truth (2096, senior 
boner). 
The meatworks employees were also questioned as to whether they 
considered the reasons given to be fair or just. The results are 
shown in Table 6.4. 
TABLE 6.4 
EMPLOYEES' EVALUATION OF THE FAIRNESS OF REASONS GIVEN 
FOR RETRENCHMENT 
(Column Percentages) 
Meatworks 
Employees 
Fair 7.0 
Unfair 86.0 
Mixed response 7.0 
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Very few of the retrenched workers (7 per cent) believed that the 
reasons given were fair or just; again, this was primarily due to the 
nature of the takeover, and also to a questioning of the financial 
position of T.A. Field. A senior packer said: 
No, it was not fair or just because many of the people had 
worked there for a long time and they were entitled to 
seniority; that is why we were out so long: because they 
would not give us back our seniority order (2109). 
The way management handled the retrenchment also appears, for some, 
to have contributed to the development of a negative attitude to the 
decision itself; for others, the over-riding feeling was one of 
powerlessness and resignation, and the morality of the decision 
was irrelevant: 
These feelings [fair or just] just didn't come into it. I 
was just wondering when I would get another job. I had no 
control over the situation (2099, senior slicer). 
Most of those who considered the decision to be fair or just also 
expressed feelings of helplessness: 
Whatever reasons you are given, you just have got to accept 
them (2126, slicer). 
Only one meatworker expressed the view that the decision was 
fair, on the grounds that management had a right to retrench its 
workers. Because of the poor handling of the retrenchment by 
management, it was not surprising that most of the meatworkers 
responded negatively when asked what the attitude of management was to 
having to retrench employees. As can be seen in Table 6.5, workers 
did not distinguish between the role of the foreman and middle 
management at the plant, and the part played by top or senior 
management of T.A. Field, in the retrenchments. 
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TABLE 6.5 
EMPLOYEES' PERCEPTIONS OF MANAGEMENT'S ATTITUDE 
TO THE RETRENCHMENT DECISION 
(Column Percentages) 
Attitude 
Very concerned/fairly 
concerned 
Neutral 
Fairly unconcerned/very 
unconcerned 
Not sure 
Attitude of Management 
Lower 
Management 
(n = 43) 
11.5 
11.5 
70.0 
7.0 
Top 
Management 
(n = 43) 
11.5 
11.5 
63.0 
14.0 
The general feeling among respondents, about management's 
attitude, was that there was a lack of concern, at both the lower and 
executive levels. Most of the foremen and middle managers were also 
retrenched and were, therefore, equally as vulnerable. As 
one respondent explained: 
The foremen were in the same position as we were, because 
they were knocked on the head as well (2103, slaughterman). 
However, the almost unanimous feeling among the interviewed was that 
senior management did not care at all about the repercussions of the 
decision: 
They could not have given a damn (2107, slaughterman). 
They were not concerned at all - there was a sneaky approach 
by management (2102, slicer). 
Industrial relations in the meat industry, up to the time of the 
AMIEU-Metro dispute, could be described as conflictful, with frequent 
occurrences of stoppages, strikes and lockouts in many of the sheds in 
Queensland. As one commentator on the meat industry has put it: 
Most meat processors have not had an unblemished industrial 
relations record. 
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The works secretary at Dinmore said that relations with management 
were "not really bad - good as they could be". Following management's 
agreement to the 37.5 hour week as part of the T.A. Field award, the 
union promised to restrain industrial action for two years and 
subsequently achieved nearly full production for the company during 
this period. However, in the month before the closure, there were 
several stoppages and disputes, making the workers suspicious that a 
change of management was going to occur: 
They didn't seem to co-operate at all - there was something 
in the wind (2098, older slicer). 
The foreman would sack someone over something stupid, and 
then we would have to go out on strike (2114, packer). 
A slaughterman claimed management avoided paying "waiting time" to 
workers, after machinery had broken down, by provoking an argument; 
one of the workers would then be sacked in full knowledge that other 
meatworkers would go home in protest. 
TABLE 6.6 
EMPLOYEES' IDENTIFICATION WITH PRE-REDUNDANCY WORK ORGANISATION BY SEX 
(Column Percentages) 
Identification 
with Pre-redundancy 
Work Organisation 
Sex 
Male 
(n = 
59, 
17, 
23, 
34) 
.0 
.5 
,5 
Female 
(n = 
55, 
33, 
11, 
= 9) 
,6 
,3 
,1 
To ta l 
(n = 
58, 
21, 
21 
43) 
.0 
.0 
.0 
Low 
Medium 
High 
As shown in Table 6.6, only 21 per cent of the meatworkers 
identified strongly with the management of T.A. Field, and an even 
smaller proportion of the women packers shared this view, with only 
11 per cent having a high identification. No difference in feelings 
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on the basis of age was apparent. The findings support the numerous 
expressions of dissatisfaction, by all meat employees, with both the 
administration of the company and its poor industrial relations 
record. 
The majority of respondents felt management neither cared for its 
employees nor encouraged a commitment to work among employees: 
They don't really care at all - it's shocking the relations 
between management and workers. If they [management] were 
more co-operative the place would run better (2096, senior 
boner). 
They do not give two hoots for you and that is exactly the 
way it is and always has been. If management make a 
decision, you can be sure that it is 100% for them (2106, 
young boner). 
It was also strongly argued that management never told workers 
"what was going on" in the organisation. This lack of access to 
information only increased the general feeling of insecurity among 
workers: 
... they don't tell us anything. We wouldn't know what they 
were killing the next week. We might only work one day next 
week. They wouldn't tell us if they were getting cattle in 
or nothing ... they never tell us nothing (2099, senior 
slicer). 
You must understand that we have always had this barrier 
between the worker and the staff. Now they get their staff 
out of our ranks; as soon as you take on a job as a boss [a 
foreman] you are finished with us - you go to the hotel and 
drink on your own and that's how it's always been. The 
younger generation feel a bit different ... I don't say my 
attitude is the right one, but this was the way I was 
schooled. I don't trust them whatsoever. Back in the 
fifties, if I was to go up to a foreman and have a laugh and 
joke with him I would get a hiding - no mucking around 
either (2098, slicer). 
A second scale assessing respondents' identification with their 
post-redundancy work organisation was then constructed for the purpose 
of making a direct comparison between workers' feelings towards their 
present and old work situations. The scale had an Alpha Reliability 
Coefficient of 0.9 and the results are shown in Table 6.7. 
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TABLE 6.7 
IDENTIFICATION OF MEATWORKS EMPLOYEES WITH THEIR POST-REDUNDANCY 
WORK ORGANISATION BY SEX 
(Column Percentages) 
Identification Sex 
Total with Post-redundancy „ ^ T. -. 
,, , „ . ^. Male Female Work Organisation , - ^ > . , .. , , , 
^ (n = 32) (n =9) (n = 41) 
Low 53.0 33.6 49.0 
Medium 28.0 57.0 34.0 
High 19.0 11.1 17.0 
The above table shows that a large proportion (49 per cent) of 
meatworks employees at Bremer River did not identify strongly with 
their post-redundancy work organisation (that is, Metro Meat). The 
number of respondents who did not identify strongly was less than was 
the case for T.A. Field, as shown in Table 6.6. The finding 
concerning attitudes to Metro Meat is surprising, considering the fact 
that employees lost a number of favourable work conditions and 
experienced feelings of animosity towards the company during the 
five-month dispute. 
Many of the reasons employees had given for preferring Metro help 
to explain the above finding. Some of the respondents felt that the 
new owners were more "professional and business-like" in the way they 
ran the meat processing plant. One senior slicer explained: 
Amatil [T.A. Field] did not know enough about the meat 
industry, while you have a group like Adelaide Steamships 
who, through their meat company Metro, know how to run the 
meat business, because they ran quite a few (2092). 
Therefore, the preference appears to be based partly on the earlier 
criticism of T.A. Field management and the indecision it manifested in 
the running of Bremer River. 
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I prefer the present management attitude than to Fields. 
They seem more efficient. They work in better with the 
union. They are more straightforward - stricter in some 
ways, but good (2102, 36 year old slicer). 
Another older meatworker believed the better relations between workers 
and management was due to a reduction in the number of foremen at the 
plant. 
They are more harassed and have less time to be looking over 
my shoulder. They are terrified of the new boss, and the 
pressure is upon them (2091, slicer). 
A 52 year old boner stated: 
The new company, Metro, have tried to stop foremen from 
abusing and sacking persons (2105). 
A further reason for the preference shown for Metro was that, although 
the employees lost some side agreements while working for the company, 
Metro showed greater consideration with regard to other aspects of 
work: for example, its replacement of gloves for the boners, whereas 
T.A. Field expected the employees to buy their own. In addition, 
T.A. Field would leave the cold rooms turned up during the night so 
that in the morning the meat was "rock hard", whereas Metro would 
check the temperature of the room to ensure the meat was soft. The 
preference for Metro's management reveals the importance of management 
being seen to be efficient, direct and approachable in its dealings 
with employees. 
Role of the Union 
The Bremer River workers were staunch trade union members: over 
88 per cent of the meatworkers replied in the affirmative to the 
question, "Employees in my position need strong trade unions to fight 
for their interests." The union executive was aware that it could 
rely on this solidarity in the struggle with Metro, as well as on 
feelings of resentment which the laid-off meatworkers had with respect 
to the new owners. 
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Overall satisfaction with the role of the AMIEU in representing 
workers' interests in the year before the retrenchment was high, with 
72 per cent of the interviewed stating they were satisfied or very 
satisfied, as shown in Table 6.8. 
TABLE 6.8 
EMPLOYEES' SATISFACTION WITH THE ROLE OF TRADE UNION 
IN THE TWELVE MONTHS PRIOR TO RETRENCHMENT 
(Column Percentages) 
Sex 
Total 
Male Female 
(n = 34) (n =9) (n = 43) 
Very satisfied/ 
satisfied 76.5 55.5 72.0 
Undecided 3.0 11.1 4.7 
Dissatisfied/very 
dissatisfied 20.5 33.4 23.3 
Prior to the retrenchment, the union and management had a 
reasonably harmonious relationship: 
The union was very strong: the president and secretary 
would sit down with management and thrash out the problem; 
that prevented any stop-works. We rarely needed a paid 
official to come on to the plant (2108, 32 year old boner). 
Members often commented on the union's achievements with respect 
to job safety standards and in the the representation of employees' 
views to management; but some believed it had not performed well on 
the general issue of job security and, more specifically, continuity 
of work. Concern was also expressed about conflicting interests which 
existed within the union, which made it difficult to maintain a 
consistent policy. At the shopfloor level the union was run by the 
"board of control", to which local representatives were responsible. 
The "board of control" comprised three male delegates from the boning 
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room and three male delegates from the slaughter floor (there being no 
women delegates). Among the meatworkers employed in the shed, the 
strong rivalry existing between those working on the slaughter floor 
and those employed in the boning room had resulted in a struggle to 
ensure equal representation from both sections on the board. 
Most of the displaced members were very pleased with the effort 
exerted by the local union representatives on their behalf: Table 6.9 
shows that 74 per cent were satisfied with the role of the union at 
the shopfloor level. 
TABLE 6.9 
EMPLOYEES' PERCEPTIONS OF TRADE UNION EFFORT AT SHOPFLOOR LEVEL 
DURING RETRENCHMENT 
(Column Percentages) 
Very good/qui te good 
e f for t 
Undecided 
Poor/very poor e f f o r t 
Male 
(n = 34) 
82.0 
6.0 
12.0 
Sex 
Female 
(n = 9) 
44.5 
0.0 
55.5 
Tota l 
(n = 43) 
74.5 
4.7 
21.0 
Praise for the job done by the President and Works Secretary was 
frequently expressed, particularly with regard to sorting out the 
pays, organising the picket, and handing out food parcels from the 
Union Co-operative Society. 
There were, however, divisions of opinion within the ranks of the 
Bremer River branch of the AMIEU as to how the union administration 
had handled the dispute. Table 6.10 clearly shows the contrasting 
views of the members on the performance of the AMIEU administration 
during the dispute. 
327 
TABLE 6.10 
EMPLOYEES' PERCEPTIONS OF TRADE UNION EFFORT AT ADMINISTRATIVE LEVEL 
DURING RETRENCHMENT 
(Column Percentages) 
Sex 
Male 
(n = 
47, 
12, 
4 1 , 
34) 
.0 
.0 
.0 
Female 
(n = 
22, 
0, 
78, 
= 9) 
,0 
,0 
,0 
Tota l 
(n = 
42, 
9, 
49, 
43) 
.0 
,0 
,0 
Very good/quite good 
effort 
Undecided 
Poor/very poor effort 
Nearly 50 per cent of the members were displeased with the performance 
of the trade union officials at Trades Hall during the dispute. The 
major reasons for this dissatisfaction centred on the length of time 
for which the dispute was allowed to continue and the lack of support 
given to the shed workers at Bremer River: 
Some feel very bitter about it. The State Secretary dragged 
out the negotiations for too long. I feel the officials at 
Trades Hall are not aware of the problems we faced being 
unemployed (2094, slaughterman). 
The union did not want us to go back. I felt it was a fight 
between the union and the company - not the employees [and 
the company] (2115). 
A common complaint was that the union did not mobilise enough 
support from both the other sheds covered by the union or from other 
trade unions. This view was not expressed simply in relation to the 
fight with Metro, but also in regard to the struggle by the 
meatworkers' union to obtain a 37.5 hour week or 70 unit tally as the 
norm for all sheds in Queensland: 
The union did poorly. They had been promising us for a 
couple of years to bring all of Queensland under 70 units 
and they never have. In the log of claims last year the 
main item was the 70 units and that wasn't even spoken about 
(2098, slicer). 
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We did not get the support from other sheds we needed ... we 
were quite isolated with our 37.5 hour week (2110, younger 
packer). 
A small number of workers, with only a short length of service, 
believed the union should have let members go back to "gate" and 
negotiate directly with the Metro management on the wages and 
conditions for re-employment: 
I think there should have been an open door for the workers 
to negotiate with the company (2103, young labourer). 
The response by the women packers was even more negative, with only 
22 per cent stating that the union administration had done well. 
Several women complained that union decisions, at both the local and 
official levels, were frequently made without any prior consultation 
with them. 
Conversely, 42 per cent felt the trade union administration had 
performed well with regard to the retrenchment and in the conflict 
with Metro. One slaughterman felt the union administration had 
persistently struggled against Metro on behalf of workers: 
We fought hard for the T.A. Field award and you can't fight 
hard for conditions and then lose them just because there is 
a new owner (2117). 
Many of those members who were supportive of the union administration 
emphasised the strength of the opposition to the union as a mitigating 
factor: 
Under the circumstances they did a real good job (2096, 
senior boner). 
Not too bad; they were in a no-win position where they 
couldn't do anything. You know - they had been pushed into 
a corner by Metro (2118, former union representative). 
The AMIEU confronted a number of major obstacles in its 
attempt to win in the conflict with Metro. It was a difficult period 
to try to generate strong trade union support: there was high 
unemployment, particularly in the Ipswich region, and the economy was 
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in a state of severe recession. In addition, the union was also 
forced to confront powerful, conservative allies of Metro Meat. 
(Metro Meat itself was only one of 96 subsidiaries attached to one of 
the largest companies in Australia, the Adelaide Steamship Company Pty 
Ltd, which had netted a profit of $41 million in 1984.) Among the 
powerful allies of Metro Meat was the State government. The 
Queensland State Employment Minister and the Industry Minister placed 
constant pressure on the union and workers to accept the Metro 
27 
offer, and threatened to intervene if the dispute was not settled 
28 quickly. The State government also threatened to invoke tough new 
anti-union laws that were to be passed in August 1984. The State 
Secretary of the union criticised the actions of the ministers on the 
grounds that the dispute related to a Federal award and, therefore, 
was not a State concern. 
Other powerful allies of the company included the following rural 
interest groups: the Cattlemen's Union, the United Graziers' 
Association and the National Farmers' Federation. The National 
Farmers' Federation opposed the tally system and publicly stated it 
was time to "take on the unions" because of the depression in the meat 
industry. It was successful in preventing the tally system from being 
introduced to sheds in the Northern Territory and was instrumental in 
the defeat of the AMIEU in the later Mudginberry dispute. The 
Cattlemen's Union, early in the dispute, had expressed disapproval at 
trade union members receiving the dole on the basis that workers 
should have accepted the jobs offered by Metro. This stand reflects 
the attitude generally held by the conservative forces, that the 
Bremer River workers were on strike, whereas they had, in fact, been 
retrenched and deprived of their employment by T.A. Field. The United 
Graziers' Association believed the union was making unrealistic 
demands with respect to wages and conditions: 
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If workers are going back with conditions better than other 
meatworkers then the trouble will merely start all over 
again. Australia is already the dearest place in the world 
to kill cattle. 
Rural interest groups were in a powerful position during this 
time because they were able to hold the cattle back from sale and 
demand very high prices for stock. Therefore, they were able to exert 
strong pressure on meat processors in order to defeat wage and work 
condition demands by meatworkers. 
The union also had to contend with adverse media coverage. 
Biased reporting against the meatworkers was evident in the local 
newspaper which advised the union, in its editorial, to accept the new 
conditions offered by Metro. In addition, one story appeared in the 
30 Queensland Times stating that the union was threatening meatworkers 
with $1,000 fines if they held private talks with Metro concerning a 
return to work. (This assertion was denied by officials of the 
AMIEU.) Meatworkers also criticism the television presentation of the 
dispute. One senior slicer complained: 
The TV media never gave us a fair go; anything they put up 
was to our detriment. They just tried to find sob-stories 
in order to make mugs out of us (2118). 
Considerable inflexibility and poor communication were evident in 
the relationship between the union and Metro Meat, which probably 
dragged the dispute on for longer than was necessary; however, many 
union members seemed unaware of the State Secretary's attempts to 
rally support from other sheds and trade unions. Under the umbrella 
of the ACTU, meetings had been arranged with other unions associated 
with the meat industry for the purpose of beginning a campaign to 
prevent Metro Meat from operating in Queensland because of its refusal 
to accept the prior union award; however, this plan did not come to 
fruition. One employee said: 
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The ACTU really only gave token support and some legal 
advice (2089). 
Meetings had been arranged between the management of Metro and the 
officials of the AMIEU for June and July. These talks "came to 
nothing", however, probably because it was the off season for meat 
processing and Metro was in no hurry to re-open the works. 
Employment Experience 
Industrial conflict at the Bremer River plant resulted from Metro 
Meat's refusal to re-employ the previous owner's workforce under the 
prior terms and conditions agreed upon between T.A. Field and the 
AMIEU. Metro Meat's management wanted to ensure that its operation 
was equally as economical as that at other sheds. It would appear, 
therefore, that economic factors were an important underlying cause 
for the industrial conflict; they were not, however, the only issues 
at the centre of the dispute, despite the press's concentration on 
them. The industrial dispute was an attempt by Metro Meat, which 
partly succeeded, to destroy the hard won gains of the meatworkers in 
two major areas of their work conditions: job security and job 
control. 
Job Security 
Job security was undoubtedly an important issue in the dispute. 
On several occasions during the conflict Metro Meat attempted to 
bypass the union's seniority list which operated on a "last on, first 
off" basis, and which was the only means of securing job protection 
for meatworks employees who had spent most of their working lives in 
the industry. The seniority system also allowed the union to place 
older workers in less demanding jobs, which was a very important 
consideration in view of the physical requirements of, and danger 
associated with, many meatworks jobs. Younger workers and employers 
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argued that the system was unfair to younger or more capable 
employees. It was the union's attitude, however, that the seniority 
list protected members who had worked most of their lives in the 
industry; it enabled an employee to survive for a longer period in an 
industry which, because of the physical demands it placed on workers, 
would otherwise only be a suitable environment for young men. 
Therefore, the seniority system was, for the union, a means of 
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"looking after its own". 
All meatworkers were employed on a daily basis only and, in 
addition to the uncertainty this system generated, the work was 
seasonal, being dependent on the availability of cattle. The yearly 
season comprised approximately seven to eight months' work but could 
fluctuate as a result of changes in export demand and climatic 
conditions and, recently, because of the policy of live exporting. 
Therefore, because of the casual nature of the contract and the 
uncertainty of long-term employment, the union's seniority list was 
a means of achieving some form of job security. Finally, the 
seniority list was also important to union members because it 
prevented indiscriminate hiring and firing by employers. 
Metro Meat declared that they would save over half a million 
dollars in compensation costs if the seniority list was eliminated. 
Abolition of the list would have enabled Metro to avoid paying long 
service leave by sacking workers prior to their becoming eligible for 
32 the entitlement. Further, it would have allowed the company to 
select and dismiss workers solely on the basis of their strength and 
fitness. 
If they [Metro Meat] had done away with the seniority list 
they could have worked you^like a dog and then got rid of 
you - no questions asked. 
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Security was of paramount concern to the meat workers; stabilising the 
workforce and ensuring continuity of employment was very important. 
One of the senior packers stated: 
Many of the people had worked there for a long time and they 
were entitled to security. That is why we were out so 
long - because they would not take us back on seniority 
order (2109, senior packer). 
Others expressed, in more general terms, the problems associated with 
not having employment security: 
There will not be job security in the meat industry until 
they can stabilise and get it to be 12 months of the year 
.... It is a very unstable industry to go into. My son, I 
told him to keep away from it. I would not advise anyone to 
go into it and I am high up on the seniority. I do not 
consider it a permanent, stable job, and that is pretty 
crook when you are married with a family (2094, 
slaughterman). 
They [T.A. Field] use you like a number and it is the same 
at Metro. There is no guarantee of a job. from one week to 
the next. You are only there to make money for them, there 
is no concern for us (2125,young slaughterman). 
When asked to compare the level of job security at Metro Meat and 
T.A. Field, only 7 per cent said they felt more secure at Metro while 
30 per cent felt less secure. Obviously, therefore, being unemployed 
for six months had created a greater sense of insecurity for many. An 
additional reason for the feeling of insecurity expressed by some, 
related to the uncertainty associated with working for a large 
interstate concern: 
I was feeling before that I was dealing with a family 
company; that they were tangible, and that they had a good 
position here. But Metro, no, because Metro is only 
one aspect of a big show. Now I feel we are a day-to-day 
proposition because the board of Adsteam can change their 
mind overnight (2091, older slicer). 
The data reported in Table 6.11 reveals that only a small 
percentage of the meatworkers placed a low priority on the importance 
of job protection, although a difference in emphasis between male and 
female employees was evident. More women placed only a moderate 
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TABLE 6.11 
EMPLOYEES' PRIORITY OF JOB PROTECTION IN EMPLOYMENT BY SEX 
(Column Percentages) 
Priority of 
Job 
Low 
Medium 
High 
Protection Male 
(n = 34) 
12.0 
29.0 
59.0 
Sex 
Female 
(n = 9) 
0.0 
55.6 
44.4 
Total 
(n = 43) 
9.0 
35.0 
56.0 
priority on protection as opposed to a high priority. Differences 
according to age were also apparent, with nearly all older employees 
giving job protection a high priority. 
Questions on job protection were structured in a hierarchical 
form, and related to: a denial of the importance of job security; the 
assertion that compensation should be paid to retrenched employees; 
support for the concept of job rights for long-term employees; and 
agreement with the concept of an employee "owning" his or her job. 
Only one meatworker disagreed with the view that retrenched employees 
should receive compensation: 
No, I don't think the retrenched should receive 
compensation; you can't expect something for nothing (2102, 
slicer). 
Many agreed that the long-term employed should be protected from 
retrenchment: 
The long-serving employee should be protected; that is why 
we have a seniority list. It is one of the things we were 
fighting hard to save (2114, boner). 
However, some did question the concept of job rights for employees: 
I don't know if you have a right to a job; well, if you are 
not good enough, you don't have a right (2097, slicer). 
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On the concept of job ownership, nearly 25 per cent were undecided. A 
slicer said: 
I don't think having a job is the same as owning shares 
(2112, labourer). 
Job Control and Work Conditions 
The other important issue in the dispute was the conflict over 
the manning levels and site agreements at T.A. Field, that is, the 
question of control at the shopfloor level. 
The union claimed that the new award was the same as the old 
T.A. Field award, except for the 37.5 hour week provision; this was 
true with regard to the central conditions of employment, but some of 
the side agreements no longer existed, and the maximum tally had 
increased from 70.31 to 75 units paid at ordinary rates. 
Examples of side agreements under T.A. Field included: an 
agreement on work performed on special small orders which were more 
time consuming in nature; and the "broken beef" agreement, which 
allowed for "rovers" to assist boners because of factors, such as 
broken beef, which slowed up work. Manning ratios had been marginally 
decreased, thereby increasing the physical demands on the individual 
workers; this was particularly apparent with regard to the "follow-on" 
meatworkers, such as the boning room labourers, who had suffered 
significant reductions in their manning levels and a subsequent 
increase in their their workload: 
They were not happy with the manning. For example, if there 
were ten men labouring in one part of the boning room floor, 
then they would say, 'Oh, that's too many, let's try six' 
(2108, boner). 
The new work conditions are harder for the labourers. If 
they can sack eight labourers they will; that is all they 
think of: saving money and getting cheap labour (2096, 
boner). 
Following the return to work, considerable conflict arose over 
job control, as Metro Meats wanted to reorganise the shopfloor in 
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order to achieve more "efficient" use of its labour. Metro now had a 
manning level that worked on a set rate of one boner to every 
1.3-1.5 slicers. Under the old system at T.A. Field, the manning 
levels were dependent on the variations of the jobs. For example, 
work on "dressed beef" required more skill and precision and was, 
therefore, more time-consuming and required higher manning levels; 
while other work, such as the "cutting of poor quality cow", required 
little skill and could be done very quickly. 
Changes by Metro, at the shopfloor level, have also had 
considerable impact upon the work conditions of the "follow-on" labour 
or time workers. The day's labour of this group was not regulated by 
the mechanised chain. At T.A. Field, when the time workers had 
completed their work, after having kept pace with workers on the 
chain, they were allowed to finish. Under the new management, the 
packers and boners had to complete an eight-hour day regardless and, 
therefore, despite having kept pace with the chain, also had to 
undertake miscellaneous tasks (e.g. cleaning or storing meat) which 
were previously the responsibility of the labourers. The packers were 
forced to keep pace with the chain because of regulations limiting the 
amount of time that the meat could stay in the boning room. The 
reorganisation of the shopfloor resulted in a smaller workforce which 
worked longer hours for lower wages. 
The disagreement over the manning level for packers was finally 
settled by the Arbitration Commission, which ruled in favour of the 
union, resulting in a marked increase in the ratio of women packers to 
each boner. 
Respondents were asked which job they preferred: the one at 
T.A. Field or their present position which, except with respect to 
five individuals, was at Metro Meat. The majority of the meatworkers 
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preferred their old position, with 56 per cent stating a preference 
for T.A. Field and only 24 per cent for the present work situation. 
The reasons given for the preference for T.A. Field usually related to 
the better work conditions at the plant: specifically, the shorter 
working week of 37.5 hours and the lighter work load for the 
slaughtermen and labourers. When preference for the present position 
was expressed, it was usually on the basis that better work relations 
existed between management and employees. Consistent with this 
preference for the old position, was a greater expression of 
satisfaction with the pre-redundancy job, with only 12 per cent 
stating they were not satisfied; while 39 per cent of those presently 
employed at Metro said they were not satisfied. Therefore, although 
meatworks employees showed a slight preference for the management at 
Metro (in the earlier scale), they still preferred their old job at 
T.A. Field because of the better work conditions offered by the 
company. 
Financially, the respondents felt they were just as well off 
under Metro as they were under T.A. Field. The loss of the 37.5 hour 
week was offset by the overtime they were working at Metro during the 
time of the interview. Only five respondents did not return to the 
meatworks after the closure; they obtained alternative employment 
which was unskilled, for example as shop assistants or doing labouring 
work. 
Work Environment and Attitudes to Work 
The meatworkers did not have control over the pace of their work 
or its design; they had no say with regard to the time they commenced 
or finished; and they could not take a day off without losing pay. 
One complete task, such as the boning of a carcass, would take less 
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than five minutes and was very repetitious; however, few workers 
complained of boredom. As one boner stated: 
I am used to a job that is unvaried (2114). 
However, the hazardous and strenuous nature of the work was stressed: 
It's a dangerous job, everyone ends up cutting their bloody 
selves. There's tenosynovitis, the tallies are getting 
higher and the machine chains are going faster. It's only 
for men between 18 and 28 now, because it is so strenuous 
(2098, 54 year old slicer). 
A very physically demanding job to be in, you have to go 
non-stop to earn the money (2128, boner). 
In addition to the hazardous work conditions, there was also a health 
risk from various infectious diseases which could be caught from the 
dead animal. The most exhausting jobs in the shed was that of the 
boner, who constantly had to cut the meat away from the carcass 
suspended on a chain above him. Because of the demands of this job, 
there were only one or two boners over the age of 50, and no boners 
over the age of 60. 
There was dissatisfaction with the level of remuneration within 
the industry, and the fact that the workers' pay had declined 
relatively: 
Our pay is very mediocre pay; it's not the top pay we used 
to have (2126, 37 year old slicer). 
Working for the meatworks is not feasible anymore. When I 
started working for Fields in 1961 I grossed £27.10.0 as a 
boner and paid £3.0.0 tax. I could buy a house and pay off 
a car as well. Relatively the wages were better; they were 
good wages (2100, 52 year old boner). 
The top wage rate in the industry, in 1984, was paid to the boner, who 
received $370 gross per week. Others, such as slaughtermen or 
packers, would receive considerably less than this. Consequently, 
when it is remembered that meatworkers do not usually work more than 
seven months a year, the salary level was certainly not high. In 
addition, it was felt by some of the boners that there were not 
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sufficient differences in the rates of pay for boners and slicers, 
in view of the amount of effort that boning required. As stated 
previously, the working life of the boner is shorter because the tasks 
associated with the job are so strenuous; therefore, their complaint 
may be valid. In addition to wages, financial benefits, such as 
superannuation or long service leave, were also inadequate when 
compared with the conditions in other industries or occupations. For 
example, as shown earlier, the entitlement to long service leave 
accumulated over a ten-year period was usually assessed as having been 
earned over five years' service. In addition, a seasonal allowance 
existed for workers with seniority. If the season ran for 149 days or 
less, workers with seniority received a bonus of 7 per cent of gross 
earnings, which was reduced to nothing when the meatworks operated for 
180 days or more a year. Consequently, a boner would usually receive 
between $600 and $800 in seasonal allowance, which is an 
inconsequential amount for individuals who are unemployed for a few 
months until the season recommences. 
Under Metro, an important development was the introduction of a 
Provident Fund to which each worker contributed $3 per week and the 
company contributed $7 per week per employee; however, this could be 
used as a disciplinary device, as any stop-work by the employees 
resulted in the automatic withholding of the company's contribution to 
the fund for that week. 
Job skills were acquired by the members at the sheds where they 
were employed. It was felt, for jobs such as boning and slicing, 
that: 
You can do the job or you can't; you're competent or you're 
not. You could be competent after a month if trained 
properly, but to be a good boner or slicer takes a few years 
(2104, boner). 
340 
Consequently, the length of training required for a boner or slicer is 
related to the speed and precision required for the work. 
Despite the concern felt about the poor conditions in the 
industry, many workers expressed a pride in their work: 
You have to do first-class work because you are supposed to 
be a professional knife-man. You can't go cutting up the 
bloody thing any old way (2098, slicer). 
Some proudly stated that T.A. Field had "the number two rating" for 
tender with Japan because of its "high class work", and that the shed 
had an "A" licence, which indicated that the quality of the processed 
meat was very high. Several meatworkers referred to the mateship 
which existed in the industry; the few respondents who did not return 
to the meatworks said they missed their old friends: 
It's a unique industry: it has good comradeship; it's got a 
good union, although it's not forward looking (2091, older 
slicer). 
However, because of the meat industry's poor working environment, 
conditions and insecurity, many experienced meatworkers sought 
alternative employment. Consequently, companies such as Metro found 
it difficult to obtain a sufficient number of skilled boners or 
slicers when the kill was high (e.g. say over 500). The despondency 
of many of the employees who remained was reflected in their comments 
on the insecurity of the work: 
If I could get a job that had more permanence outside the 
meatworks, even if there was less pay in it, I would (2096, 
senior boner). 
If there was another job around I wouldn't have come back. 
I am getting old and I want work while it is there (2121, 
packer). 
Others were disillusioned with the harsh working conditions: 
I do not intend staying much longer. Boning is getting a 
very cold job and there is no chance of me working on the 
slaughter floor - that is a shocking place. In the next 
five years I will get into something else. It is too cold -
only 5 degrees because of the new regulations. So you have 
to wear heavier clothes and you sweat (2100, 52 year old 
boner). 
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Union officials justified restricting women's employment to 
packing on the grounds that other jobs were dangerous, physically 
exhausting and messy. One union official said: 
They wouldn't like the slaughter floor ... the stunner gun 
stuns the beast long enough to cut their throat but 
sometimes they are not properly stunned and they get up and 
charge the slaughter floor - it's hell to pay then (2108). 
Given the inroads made recently by women into traditional male manual 
occupations, however, the strict division of work tasks for men and 
women may break down in the near future. 
Attitudes to Work and Leisure 
It would be expected that workers undertaking repetitious and 
exhausting tasks would have a strong "instrumental" orientation to 
employment, and this, in fact, was the finding: only 21 per cent 
agreed with the statement, "What I do at work is more important than 
the money I earn," and 63 per cent disagreed. The strength of 
respondents' commitment to work was assessed from their reactions to 
the statement: "If I could comfortably retire now I would do so." In 
response to this statement, 67 per cent of the meatworkers agreed and 
only 19 per cent disagreed. The statement - "The enjoyment of leisure 
is what makes life worthwhile" - received huge support, with 
86 per cent expressing agreement. It is apparent, therefore, that 
this occupational group had a fairly high instrumental attitude to 
work, and placed a high priority on leisure as a primary interest. 
One of the meatworkers interviewed, who was a dedicated marathon 
runner, felt that leisure made life worthwhile: 
Yes, you can see that by all the trophies up there on the 
shelf. Once you reach 40 it is more important to get 
exercise ... . You can put up with the work because you 
know there is something to look forward to later (2096, 
boner). 
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A few meatworkers had found that the seasonal nature and short working 
hours of the employment at the meatworks complemented their leisure or 
other employment interests. For example, one respondent trained 
horses in the off-season; one slicer had a small farm on the outskirts 
of Brisbane; and another meatworker had horticultural interests. 
These outside pursuits often fell within a grey area in that a hobby 
sometimes became the source of a supplementary income. However, most 
meatworkers did not have a positive attitude towards seasonal work, 
which involved either spending a few months of the year unemployed or 
obtaining short-term employment, such as labouring. One explained 
this position: 
I am conditioned to a casual industry, but I would like to 
see changes made to this industry (2127, 51 year old 
slicer). 
The meat industry employees were accustomed to being laid off and 
finding themselves unemployed; so, although the dispute at Bremer 
River was different from most lay-offs in its suddenness and 
length, it was by no means an unusual occurrence. Consequently, few 
meatworkers stated that the retrenchment had changed their attitude to 
work in general. When asked a number of questions as to whether 
specific aspects of work were now more or less important, the 
meatworkers' dominant response was that their feelings had not 
changed. 
Table 6.12 shows that a majority of the meatworkers considered 
job security and good relations with management to be more important 
after the retrenchment. 
Finally, when asked further what the most important aspect of a 
job was now, most workers considered pay to be of prime importance 
(63 per cent), followed by security (28 per cent). 
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TABLE 6.12 
ASPECT OF WORK CONSIDERED MORE OR LESS IMPORTANT 
AFTER THE EXPERIENCE OF RETRENCHMENT 
(Column Percentages) 
More 
important 
The same 
Less 
important 
n = 43 
Pay 
35.0 
62.5 
2.5 
Job 
Security 
65.0 
35.0 
0.0 
Overtime 
18.5 
79.0 
2.5 
Interest 
and 
Variety 
18.6 
81.4 
0.0 
Good 
Relations 
with 
Manage-
ment 
53.5 
46.5 
0.0 
Strong 
Union 
28.0 
63.0 
9.0 
Unemployment 
The diverse aspects of weather, export markets and the 
availability of cattle, are all crucial factors contributing to the 
employment situation of the meatworker. As one boner complained: 
There was an overkilling at the time of the drought. There 
should have been a working together of the government, 
cattlemen, meat processors and union to try and solve the 
problem before it got the way it is (2105). 
Similarly, a packer also stated: 
The market fluctuates according to supply and demand; there 
is no consideration for the meatworkers (2093). 
A slicer also lamented: 
The bloke at the gate who is unemployed is subject to 
floods, to drought and everything else. We are affected by 
the lot of it, and all we are told is to get on the end of a 
dole queue (2098). 
In addition to the broader or macro-factors contributing to 
unemployment, such as the weather or state of markets, many employees 
pinpointed a number of issues which related more specifically to the 
industry. One such issue was age. As stated earlier, the physically 
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demanding nature of the work meant older workers inevitably had to 
find alternative employment. A boner who was only 35 years of age 
expressed his fears for the future: 
I have been boning for 20 years and even now I feel the 
strain and, as you get older, it can only get worse; you 
just break down. I don't know what I am going to do in 
another ten years. You get to a certain age and you can't 
stand the cold. You can't just give the boner a labourer's 
job because a lot of labourers have been working there a 
long time. The industry as a whole has to be looked at 
(2090). 
Meat processors and graziers complained that some sheds could not 
achieve larger tallies in the boning rooms and on the slaughter floors 
because they were "carrying" too many older members who were unable to 
keep up with the speed of the chains. In addition to being an 
unsupported criticism, this view overlooks the fact that older workers 
have usually been in the industry a long time and receive only a small 
amount in long service leave entitlement when they retire. No 
redundancy scheme exists for meatworkers who leave the industry early. 
Consequently, the physically demanding conditions and instability of 
the industry combine to create a bleak employment future: 
Meatworkers are a roving mob and that's OK when you are 
younger; but when you want to settle down and have a family 
you have to either look for other forms of employment or put 
up with it, and it is simply not suitable for a married man 
(2107, 32 year old slaughterman). 
We are doing overtime now, but we do not know whether we 
will be laid off tomorrow. This is a shocking set-up as 
there is no future whatsoever (2100, boner). 
Contract labour was viewed as a threat, both to the security of 
employment in the industry and to the length of the working life of 
the older employee. Contract workers did not work according to the 
tally system; for example, they might start work at 4.00 a.m. and work 
straight through to 8.00 p.m. This group could clear $1,200 to $1,800 
per week in wages, but usually only for a few months of the year. The 
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contract workers were usually young, non-unionist workers and were 
referred to as "scabs" by union members. "Midnight" sheds, to which 
those places employing contract workers were referred, were mostly 
restricted to the Northern Territory, but still presented a potential 
threat to the union movement as a whole. However, several respondents 
felt that contract labour sheds were not a threat, and were puzzled by 
the AMIEU's involvement in the Mudginberry dispute which resulted in 
the very heavy fining of the union by the government and liability for 
the losses incurred by the operators of the shed: 
I can't understand the union getting involved in this 
Mudginberry business. Ever since Adam was a boy this 
contract labour has been going on up there. It is awkward 
to introduce to the big sheds so it is not a great threat 
(2118, former union representative). 
The provision for compensation in the meat industry was another 
issue identified by some as being related to the level of 
unemployment. One of the few advantages of working in the industry 
was that employees could be paid their full salary in compensation 
payments for 24 working weeks. Accidents were frequent in the 
industry because of the dangerous nature of the work; however, some 
believed the compensation entitlement was exploited and thus 
contributed to unemployment. The following view probably confuses 
cause and effect, but it gives an insight into the real feelings of 
insecurity people in this industry suffered: 
They get on and then they are put off, and they can't get 
another job; so they go on compensation, when they see the 
kill declining, and then cannot get back on because the kill 
is down. I don't blame the poor things, you know, they stay 
at that gate every day in the freezing cold, months and 
months on end, just to get a day's work; and then they think 
they will not get work, so they go on compensation. I sat 
there for 4.5 months once, before I got a day's work and I 
know how they feel (2120, 48 year old packer). 
A further reason given for high unemployment among meatworkers 
was the policy of decentralisation which had been implemented by meat 
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processors during the previous ten to twenty years. During the boom 
periods, there had been a proliferation of sheds all over Queensland 
at the expense of the main centres along the Queensland coast. This 
decentralisation enabled more people in nearby country towns to obtain 
work in the meatworks which, in turn, increased union membership and 
resulted in shorter seasons and thus a greater number of unemployed 
meatworkers. It was felt by some, that the employers preferred 
country workers because they were perceived as being hard-working; for 
example, they would work overtime and generally could be more easily 
manipulated than workers in the city. One packer stated: 
There has been a big drop in the kill from nearly 600 to 
296; so now, after doing a terrible lot of overtime, I am 
suddenly out of work again. The union has done wrong by 
letting so many transient workers inside when it has a big 
kill. I am married and I cannot get the dole (2109). 
A senior slicer complained: 
No more "floaters" that stand outside your gates. I do not 
think there is anything worse or more degrading than bloody 
well having to thread your way through unemployed people to 
get to work (2091). 
One respondent proposed that the high unemployment levels among union 
members could be alleviated if the union were to "close the books": 
that is, if it restricted membership to the number of workers actually 
required and encouraged existing members to become more mobile. 
Finally, technology had an effect on the unemployment rate of 
women packers: the introduction of the Cryvac machine and a new 
machine called the "jetway" system, which weighed, stamped and tagged 
the meat at different stages of its processing, both had an impact. 
Conversely, the introduction of other recently developed technology in 
the meat industry had not threatened jobs: for example, the use of 
the "chain" rather than the "table" had not resulted in a reduction in 
labour requirements. Containerisation, however, which was introduced 
in the early 1960s, did result in a significant decrease in the number 
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of workers employed in the freezing area of the dispatch section of 
the meatworks. Concern was expressed by some of the interviewed at 
the new technological advances overseas: for example, an air gun 
machine that blew the hindquarters off the bone and machine boning, 
which would make the boners redundant, had both been developed in the 
U.S. 
Attitudes to Unemployment 
Over 80 per cent of meatworkers with seniority were unemployed 
for at least the duration of the dispute, and those with only 
short-term service found themselves unemployed for a couple of months 
longer than this. Only a handful of the meatworkers obtained 
short-term casual work during the period of unemployment. 
Fifty-eight per cent of those interviewed had worked for 
T.A. Field for more than seven years and only two respondents had 
worked for less than two years. More than half (52 per cent) had 
dependent children to support during the period of unemployment, and 
it was estimated by one journalist that T.A. Field employees had lost 
34 
over a million dollars a month in wages. 
The ex-T.A. Field employees found their skills were not 
marketable and had difficulty even obtaining casual labouring work. 
Very few employees had any formal qualifications, such as a trade: 
A lot of the men don't have working wives to rely on and, if 
you have spent most of your life as a meatworker, there are 
virtually no other jobs you are qualified for. 
During a period of severe recession, the likelihood of many of 
the retrenched workers getting another job would have been minimal. 
Consequently, their plight would have presented a real problem for the 
CES officers at Ipswich, where the unemployment level was already 
higher than the State average. Meatworkers regarded the efforts of 
the Commonwealth Employment Service as "hopeless": 
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If you are forty or over the CES is not interested; they 
don't want to know you. They think, give them the dole and 
[they] hope you will go away (2110, young packer). 
There were frequent expressions of dissatisfaction with the Federal 
government's policies on, and attitude to, unemployment. It was 
considered that a greater emphasis should be placed on retraining: 
If you get retrenched, alright, the government should step 
in and retrain for changes in industry (2100, senior boner). 
Another widely held view was that too much emphasis was placed on 
youth unemployment at the expense of older workers: 
The CES attitude is that the mature age worker is not good 
for anything - you have had it; and yet a man could be a 
better worker at forty than a man of twenty, because you 
have the experience of another industry (2095, 
slaughterman). 
Several of the respondents spoke of the hardship and difficulties 
they had experienced during the lay-off, while others indicated that 
their masculine pride had been hurt because their wives were working, 
A senior slicer said: 
I can't get the dole so I am having a T-shirt printed with, 
"I am living like the Duke, bludging on my Mrs" (2099). 
In order to assess employees' attitudes on the causes of 
unemployment in present-day society, a scale was constructed (see 
Appendix 4) with an Alpha Reliability Coefficient of .53. The results 
of the scale are shown in Table 6.13. 
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TABLE 6.13 
EMPLOYEES' PERCEPTIONS OF THE CAUSES OF UNEMPLOYMENT 
(Column Percentages) 
'gi^^ 
Scale Total 
Male Female 
(n = 34) (n = 9 ) (n = 43) 
Radical 47.0 44.0 46.0 
Centre 35.3 33.3 35.0 
Conservative 17.7 22.3 18.5 
Consistent with the findings of other attitudinal questions, the 
meatworkers held a predominantly left-wing view of unemployment and 
its causes. Table 6.13 shows there was is little difference in the 
views expressed by men and women. (Age differences were also examined 
in the research, and this factor did not appear to have any bearing on 
attitudes to unemployment.) 
Conclusion 
This chapter has closely examined management employee relations 
at Bremer River meatworks and the subsequent employment experiences of 
the retrenched meatworkers. The investigation revealed that 
management exerted an authoritarian style of control over the 
meatworkers and that low trust relations existed between employer and 
employee in the Queensland meatwork industry. 
The study of the work conditions revealed a repetitious and 
physically demanding environment in which employees had little 
autonomy over their work. The way these factors affected employees' 
attitudes to work and management was then analysed. The problems 
semi-skilled workers experienced in finding re-employment were also 
highlighted. 
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CHAPTER 7 
RETRENCHMENT IN THE METAL INDUSTRY 
Introduction 
The effect of the early 1980s recession on the metal industry was 
similar to the situation the car industry found itself in, which has 
been outlined in Chapter 5. The recession severely affected the metal 
industry, which was one of the major sources of employment in 
Australia. In this case study of retrenchment, three Brisbane metal 
industry firms are examined: the large whitegoods factory of Malleys 
at Woolloongabba; the Commsteel factory at Moorooka; and the heavy 
engineering plant of Evans Deakin at Rocklea. Management, employee 
and trade union relations, both before and during the retrenchment 
process, and the subsequent employment experiences of the metal 
industry employees, are also investigated. 
The Crisis in Australian Manufacturing 
The Jackson Green Paper on Australia's manufacturing industry in 
1975 declared that "Australia's manufacturing is in acute financial 
crisis." The situation ten years later had not improved; rather, 
it had worsened. Between 1966 and 1982 the number of factories 
2 
operating in Australia had plunged from 61,686 to 28,706. 
Admittedly, there has been a trend towards a rationalisation of the 
industry, resulting in larger factories for economies of scale. In 
addition, there have been numerous mergers and takeovers that have 
resulted in the disappearance of many smaller firms. However, the 
decline in the number of firms does indicate, to some extent, the 
widespread closure of many Australian factories. 
Employment in the manufacturing sector declined as a percentage 
of all employment between 1966 and 1982, from 25 per cent to 
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17 per cent, and the total number of workers had fallen from 
1.5 million to 1.3 million. During the first two years of the 
recession, from 1982 to 1984, there were a further 200,000 jobs lost 
3 
in the manufacturing sector. The decline was very sharp in the metal 
and engineering industry, with employment falling from 626,000 in 
1973-74 to 470,000 in 1983.'^  In the short period, between March and 
June 1984, there were as many as 71 closures nationally. 
The crisis in the metal industry was a direct consequence of a 
slump in international demand for metal and engineering products 
together with increased competition from overseas imports. Imports of 
metal manufactured goods had increased 59 per cent in the period 1982 
to 1986 to $12.9 billion. During this period, Australia's balance of 
trade suffered because 80 per cent of all exports comprised mineral, 
energy and irural products for which there was a low world demand, 
while about 80 per cent of imports were manufactured goods for which 
world prices were high. These factors contributed to a rising current 
account deficit and a large overseas debt of $100 billion in 1986. 
Australia's exports of technological products also fell drastically in 
the six years before 1984, making Australia the fourth lowest exporter 
of technology-based goods per head of population within the OECD 
countries. 
The Queensland Metal Industry and the Recession 
The Queensland manufacturing sector which had steadily expanded up 
until 1982, went into a significant decline in the four-year period 
from 1982 to 1986, when the numbers of workers fell by 13,000 to 
109,940. The decline was particularly evident in the area of 
fabricated metal products and machinery and equipment. Other areas, 
such as the production of food and beverages, also experienced a 
. ... . -, . 8 
significant decline. 
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A Metal Trades Industry Association/Commonwealth Bank survey 
undertaken in April 1984 showed that total sales by Queensland-based 
companies fell by 5.1 per cent in 1983 and sales growth was projected 
at 0.8 per cent in 1984, which was the lowest projection of any State, 
with the national average being 9.1 per cent. The survey also showed 
that, due to the strength of the resource sector, metal and 
engineering activity was above the national average until late 1983. 
However, new contracts from the resource and capital goods sectors had 
virtually ceased in 1984. Queensland's industrial production had, 
therefore, slowed down in relation to Victoria's and South 
Australia's. (Queensland has a higher concentration of companies 
serving the rural, mining and construction sectors than the other 
States.) The heavy engineering industry was the worst hit within the 
metal trades sector, with large resource projects winding down and a 
substantial decline in the rate of capital investment. An estimated 
9 
one in five metal tradespersons was out of work. 
The world slow-down in demand for commodities was particularly 
reflected in the Queensland metal engineering industry which remained 
in a depressed condition longer than was the case in other States. 
In 1984, the metal industry was worth $1.2 billion a year to the 
Queensland economy and employed 15,000 people. However, from 1982 to 
10 
the middle of 1984, over 3,000 workers were retrenched. 
A major problem for the Queensland economy is that its industrial 
base is too small to absorb the unemployment resulting from the 
downturn in the resource sector. Queensland manufacturing also 
consists of a large percentage of very small manufacturing firms, with 
most employment being distributed in the food, beverages and metal 
fabrication industries. In 1983, nearly one-half of Queensland's 
3,444 manufacturers employed fewer than ten people. A specific 
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example of this phenomenon is found in the metal products industry, 
where only 23 firms out of 590 employ more than 100 people.''"^  Small 
firms are usually the most vulnerable during a recession and, as would 
be expected, many completely closed down in 1983 and 1984. This high 
percentage of small operations in Queensland may have been a 
contributing factor to the record unemployment of 10 per cent in 
Queensland at that time. 
The Queensland economy is also restricted and hampered by its 
lack of control over corporate, banking and financial resources. An 
economic report for the Brisbane Lord Mayor's Economic Development 
Steering Committee criticised Brisbane's status, describing the city 
as a "commercial backwater". The city's "branch office" image is 
reflected in the fact that only two of Australia's top 200 financial 
institutions were Brisbane-based, and in the small role played by the 
12 Brisbane Stock Exchange in the "national financial environment." 
Finally, the Queensland State Government was criticised, both by 
unions and employers, for its lack of support for the metal and 
engineering sectors of the economy. The Queensland economy depended 
too heavily on agriculture, mining and tourism and there was a 
reliance on the public sector to stimulate it out of the recession. 
The state secretary of the AMWU stated: 
There seems to have been an effort to dismantle 
manufacturing in Queensland. The emphasis has been on the 
resources sector. That boom has not continued and, in some 
cases, is declining. 
He also stated that he did not know of another State government that 
13 
allowed so much work to go overseas. 
The State government was also criticised for introducing 
industrial relations legislation which limited the power of the trade 
unions with regard to strike activity, secondary boycotts and 
picketing. The government also tried to encourage voluntary 
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employment agreements between employers and employees, in order to 
bypass State awards and trade unions aligned with the industrial 
relations system; however, these measures only appeared to increase 
industrial unrest within the State. 
Malleys - Woolloongabba 
Background 
The whitegoods industry has undergone dramatic change and 
rationalisation in recent times: in 1960, there were 16 refrigerator 
producers; by 1978 there were seven; and, in 1984, only 
three manufacturers were operating. The major changes began in 1978 
after an lAC Report recommended that import quotas on household 
appliances be replaced with a tariff of 45 per cent. This tariff was 
to be scaled down over a six-year period to 30 per cent. 
This new industrial policy was recommended in order to increase 
the international competitiveness of the industry and to encourage a 
rationalisation of the local producers. The government adopted these 
recommendations and significant changes in the industry occurred soon 
after. In 1979, Simpson Pope bought out Malleys, and Email took over 
Kelvinator. During the early 1980s, the two merged groups dominated 
the market, resulting in the disappearance of other brand names such 
as Metters. 
The share of the local market serviced by Australian producers 
fell from about 72 per cent in early 1981 to 57 per cent in 1984. An 
implication of the decline in the local market share was that the 
capacity of the local producers to increase production for exports was 
14 
severely restricted. 
The factory at Woolloongabba in Brisbane, which began operation 
soon after World War II as United Metal Industries, was taken over by 
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Malleys, a large Sydney whitegoods firm, in the 1960s. In 1968, 
Malleys announced a $2 million expansion plan for the Woolloongabba 
works, increasing its total workforce in Brisbane to over 700. At its 
peak, the plant employed over 1,000 people and produced over 
200 stoves per day. In 1979, the company was taken over by Simpson 
Pope Holdings Ltd which has its headquarters in Adelaide; the name 
Malleys was retained. 
The Simpson management immediately announced that, despite the 
merger, everything would remain the same; the plant at Woolloongabba 
would continue operating. However, major changes soon followed: most 
of the older senior management at Malleys were forced to retire and 
were replaced by younger executives from Adelaide. The management 
also decided that the manufacture of stoves would be phased out and 
shifted to the Adelaide plant. An older clerk said of the new 
management: 
They gave us a big spiel about it being a merger and how 
everything would go on the same. Then it came out that they 
were going to take all the appliance manufacture from Sydney 
and Brisbane and transfer it to Adelaide (3024). 
Malleys headquarters and a large plant in Sydney were closed 
down, and all employees were retrenched in 1981. In March 1982, the 
special projects division of Malleys was closed and a small number of 
people retrenched without prior negotiation with the AMWU. The union 
therefore, soon after, served a log of claims for a redundancy 
agreement on the company, which were supported by work bans because 
the company refused to negotiate. The union wanted the "Auburn 
agreement", which was a redundancy package formulated in discussions 
between Simpson and the New South Wales labour council in June 1981, 
to apply to its members. After two months of work bans, the company 
agreed to discuss a redundancy package, but there was disagreement 
over particular aspects of it. 
358 
Before a settlement had been reached, the company suddenly 
announced, in August 1982, the retrenchment of 105 workers at Malleys 
in Brisbane. The action was part of a rationalisation plan to shift 
the production of electric ranges to South Australia, and to make the 
Woolloongabba plant the manufacturing centre for building 
industry-related equipment, stainless steel sinks, laundry units, 
eskies and baths (termed "homemaker products"). The Queensland 
manager said the move had been forced by the industrial downturn. 
On the above occasion, the company arranged a meeting at the 
union office to inform the union officials of the retrenchments. At 
this meeting, an official asked the company to hold the notices for 
another day to allow the union to arrange a meeting of its members; 
however, company representatives did not comply as, when the union 
official arrived at the plant, retrenched employees were already 
leaving with their cheques. 
The union official complained of management: 
They throw a paper in front of us and say, 'That is it,' 
and, also, they carry out the action at the same time, 
without us having any contribution or any say about saving 
jobs. 
These retrenchments by Simpson caused considerable bitterness 
amongst the workforce. For example, a female clerk complained: 
I was lucky enough to retain my job. It was supposed to be 
last on, first off but there was a girl working in the 
office with me for 10 years - I didn't even get the 
opportunity to say good-bye, she was just 'boom' out the 
door. They were very ruthless (3022). 
Some of the metal tradespersons described the situation at the 
shopfloor: 
One of the foremen in the assembly area of the ranges was 
given all the dismissal notices and all the pays for all the 
people in his section that were dismissed. He wasn't told 
who was going and after he had given all his blokes the sack 
he went up to the office and he got the sack. It was 
terrible, particularly as most of the people who had been 
there had been there a long time (3034). 
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The boss came up and told us to 'turn the machines off and 
come down to the office'. He then said, 'Not you - you, and 
so on', pointing out who would go and who would stay. They 
came out of the office stunned. Management had us over a 
barrel and many of the people were long-term (3029). 
Before the retrenchment, the Simpson management had a policy of 
natural wastage whereby no new people were hired and, as a 
consequence, the workforce was reduced considerably. The 
retrenchments in 1982 reduced the workforce by about one-third, 
leaving only about 200 employees at the plant. Management informed 
employees there would be no more retrenchments. 
In February 1983, Simpson sold the Malleys Homemaker Products 
business to Mcllwraith Davey Industries, a company whose main 
operations centred on the manufacture and distribution of glass, 
18 pliimbing supplies, building products, etc. This Melbourne-based 
company employed approximately 4,700 people nationally. 
The new senior management of Mcllwraith Davey reassured former 
Malleys' employees that there would be no further reductions in staff. 
A 45-year-old male clerk said: 
Mcllwraith Davey came up and said, 'We are going to do 
wonders for you, and you're still going to be in jobs,' and 
so on. They would hold a meeting about once a month and 
tell us how things were going and give all these promises 
(3031). 
An AMWU official also said of the new Mcllwraith Davey 
management: 
When they took over, the manager of the Brisbane plant said 
to us, 'You have no worries, we have direct opposition to 
the Melbourne plant of Mcllwraith Davey, we are going to 
compete against them, you have no worry about jobs.' I went 
out the room and thought, 'That is bull, it is the end of 
the road now.' They bought it for one reason and that was 
to close it down and do the production down in Melbourne. 
After the Mcllwraith Davey takeover, rumours followed of the 
imminent closure of the plant, despite constant denials by management. 
The AMWU had eventually obtained a satisfactory redundancy package 
from Simpson, but Mcllwraith Davey would not acknowledge that it was 
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bound by the agreement. Strike and industrial action followed, until 
the company adopted the Simpson redundancy agreement. The package 
provided workers with two weeks' pay for every year of service. 
On 30th September, 1983, the news which many of the employees 
were expecting was announced: the factory at Woolloongabba was to 
close (on 28th October), and the 170 people employed there were to be 
retrenched. (The workforce had shrunk to 140 permanent and 30 casual 
19 
workers.) Management justified this decision by stating that bath 
and sink manufacture had a contracting market and, therefore, the 
company had decided to combine its Queensland operations with those at 
the existing Melbourne plant. The Victorian government's agreement to 
assist with relocation costs had been an important consideration in 
arriving at the decision to shift to Victoria. The Victorian Minister 
for Economic Development described the company's decision as a victory 
20 for the government's industrial incentives policy. 
The Handling of the Redundancy by Management 
The workers at Malleys were given four weeks' notice, from 
1st October, but the winding down of the operations at Malleys 
actually continued until December. Individual employees gradually 
left as different stages of the closing down operation were completed; 
consequently, some had gone well before others. Workers were each 
given a final departure date and if they left before this time they 
were advised they would lose their retrenchment pay. Many of the 
interviewed considered this requirement to be unfair because, in the 
earlier retrenchments by Simpson in 1982, workers had received 
four weeks' pay in lieu of notice plus their retrenchment pay. This 
issue was later legally disputed by the AMWU, which claimed that the 
company owed four weeks' pay in lieu of notice to the retrenched. 
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Most of those interviewed considered that the Malleys business 
had been performing well right up to the time of the decision to close 
the factory, and there was, therefore, a strong rejection of the 
reasons given for management's decision. The plant had always been 
very productive, even after operations had been severely curtailed. 
The Mcllwraith Davey management had encouraged competition between the 
Melbourne and Brisbane plants and had admitted that the Brisbane plant 
was more profitable. A fitter and turner expressed the general view 
held by workers at Malleys, as follows: 
It was more productive than down south. The Brisbane branch 
even when it was Malleys always used to make a profit and 
carry the rest of the branches. We had a better product and 
the closure was just to cut us out of the market (3034). 
Some of the employees did agree with management that there had to be a 
rationalisation of the operations, but they disagreed that the 
Brisbane factory should be the one to close: 
Personally I think we were flannelled all along the line 
just to keep the good workers there until they wanted to 
close the place down (3024, older female clerk). 
There was a strong feeling amongst the Malleys workers that they 
had been unjustly treated by Mcllwraith Davey and Simpson. Several of 
the respondents considered the decision was unfair because of the 
"corporate raider" nature of the takeover and shutdown. An older 
dyesetter said: 
There was no fairness at all. I can't see any justice in 
one company buying another group and then closing it down. 
... if it was a company that is going badly then it is 
understandable, but a plant like Malleys - the general 
manager said there was a four million profit in Brisbane 
alone. I can't understand why they would do that (3025). 
Another metalworker complained: 
I don't think any company should be able to buy interstate 
and then close another company down. The government should 
do something about it (3029). 
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Others believed the behaviour of the bosses was unfair because 
they had constantly tried to deceive their workforce as to the true 
nature of their company's future plans. Once a month the management 
would hold a meeting in the theatrette to advise workers of the 
company's general performance and of future plans for the 
organisation; the issue of redundancy was often raised and always 
rejected as an option: 
It was the idea that if we did well and we made a success of 
it we would be kept going. I think that was what really 
broke you up ... the fact that you were strung along with 
this idea (3022). 
Employers tend to think that employees are stupid and you 
believe what they tell you. You don't work with your eyes 
closed and you must see something is happening. What 
annoyed me was the way they treated us like idiots (3038). 
The installation of new machinery at the plant six months before 
the closure was also seen as a ploy to deceive the workforce into 
believing their jobs were secure. A new hydraulic machine and two new 
big presses were part of a $1.5 million development of the factory. 
After the closure, all the machinery at the Woolloongabba site was 
shifted to the Melbourne factory. 
Reasons of a personal nature were also given as to why the 
decision was unjust. For example, a 52-year-old southern European 
metalworker, still unemployed, said: 
I do not think it was fair, particularly for people like me. 
I am over 50, where do I get a job? And there is a lot of 
us like myself (3028). 
Another employee said: 
No one feels they are fair or just when they are going to 
lose their job. I think they should have taken the jobs 
away from the people down south [laughs] (3033). 
The overwhelming feeling of employees, with regard to the 
attitude of the management to the closure, was that it was generally 
indifferent. A male clerk's statement is typical: 
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Oh, they couldn't have cared less; they were absolutely 
ruthless. The only good thing I can say is that Mcllwraith 
Davey has been taken over by Email so they have probably 
lost their jobs too (3037). 
A union representative said: 
They were paid to do a job and that's it. They don't have 
any hearts (3023). 
Relations between management and employees deteriorated soon 
after the Simpson takeover, partly because employees felt more 
insecure after the takeover and because the subsequent actions by the 
Simpson management did little to alleviate these fears. Another 
reason for the low morale of the workforce was the forced retirement 
of several senior managers of Malleys, including the Works, General 
and Sales Managers. These managers had started at the factory after 
the Second World War, working their way up from the trades to 
supervisor status and then to executive positions; their forced 
retirements ended the good industrial relationship which had existed 
between employees and management. The old Malleys management had been 
popular, as exemplified in the following two statements made by 
metalworkers, which typified the response of workers when questioned 
on their attitude to management: 
I was not very impressed by either management [Simpson and 
Mcllwraith Davey]. The Malleys management was good - very 
good in actual fact (3029). 
Under Malleys it was quite good. There was not much 
difference between the management of Simpson and Mcllwraith 
Davey - they were both sneaky [laughs] (3027). 
The new managers were young (aged between 25 and 35 years) and 
well educated, and their management style was resented by the clerical 
and manual workers. An older female clerk said: 
They were not very popular, particularly one man who was 
called 'the hatchet man' in Personnel. He was the one who 
organised all the retrenchments ... Simpson were queer: 
they had modem, unusual training methods; they had these 
different training sessions and they used psychologists. An 
American man would give us psychological tests (3024). 
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There were divisions between the new executives, who formed a 
clique, and the remaining older, mostly middle, managers. Clerks 
jokingly described these divisions as the "old" and "new guard". 
Clearly, relations were poor not only on the shopfloor but also in the 
office. 
The Trade Unions at Malleys 
The AMFSU fought hard for two years to ensure that its members 
obtained a reasonable redundancy payment. These efforts were 
appreciated by the metalworkers, who all said they were pleased with 
the performance of both the union organiser and the local shop 
steward. The following statements typify the feeling on the 
shopfloor: 
The union did well; it did all it could. We would never 
have got our two weeks otherwise. As soon as the company 
took over, the union got going (3027, 35-year-old fitter). 
They did everything that they could. They had the Labor 
opposition leader go in and management rushed him out. They 
wouldn't talk to him. They were always there at union 
meetings, which were quite regular. The people at Malleys 
were always very strong with regard to their union. Even 
when Mcllwraith Davey took over and wanted to reject the 
redundancy scheme, the plant went on strike. It was an 
important thing for us, because we knew what was going on 
(3029, 30-year-old dyesetter). 
The AMFSU members were also happy with the general performance of 
the union in representing their interests in the year before the 
closure, but few could comment on the role adopted by the other 
shopfloor union on the site, the Storemen's and Packers' Union. 
The clerical workers took a very different view of the Federated 
Clerks' Union's performance during the retrenchment. The general 
feeling was that the union had done nothing for them before the 
retrenchment. One female clerk said: 
Our union, the Federated Clerks' Union, didn't do very well 
at all. In fact, we were very disappointed in the clerks' 
union. We used to say the clerks' union only come around in 
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March every year when they wanted their money. Apart from 
that, we never saw anybody (3022). 
Another female clerk stated: 
The old clerks' union had no teeth; they never would 
recommend you strike. They were associated with the 
conservative NCC (3037). 
One clerk gave a more specific example of the poor performance of the 
union at the administrative level: 
One of the blokes who got retrenched earlier in the year 
would have been in his fifties; he was a sales clerk. He 
got instant retrenchment and it knocked him all endways. 
This was on Friday afternoon. He had been there longer than 
the others in his department and he refused to accept it. 
He telephoned the clerks' union and they couldn't do 
anything; they would not do anything on his behalf. They 
didn't even come out. Unfortunately, he was not popular 
with the sales manager (3031). 
In fact, the clerks' union organisers did not come out to the 
factory to represent any of the 20-odd clerical workers suddenly 
dismissed in August 1982. The personnel manager had telephoned the 
clerks' union, and union organisers simply agreed to the proposed 
conditions of retrenchment. The clerks were also poorly represented 
at the local level and did not actually have a shop steward for most 
of the period following the Simpson takeover because management had 
pressured the woman holding that position to resign. She had been one 
of the clerks retrenched in 1982, despite having a long service with 
the company. Understandably, no one was eager to replace her as a 
shop steward. 
Shortly before the announced closure of the plant in September 
1983, the ECU elections resulted in a centre-left faction gaining 
power of the south-east branch, and the clerks were more impressed by 
the role of the new organisers during the retrenchment process. The 
clerks also expressed approval of the role of the AMFSU in 
establishing a redundancy package for the plant. 
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Commsteel Vickers - Moorooka 
Background to the Closure 
The foundry at Moorooka in Brisbane started as a local company 
called Queensland Steel, just before the turn of the century in 1898. 
The company was taken over by Commsteel, a subsidiary of BHP, in the 
1960s. The foundry was quite large by Brisbane factory standards, 
averaging between 100 and 150 workers, but the numbers declined during 
the recession between 1982 and 1985 so that, immediately prior to the 
retrenchment, there were only about 50 employees. There were 
30 labourers belonging to the Ironworkers' Union and 18 tradespersons 
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of the AMWU. Workers in the foundries of Queensland were hard hit 
by the recession, as there had been a 47 per cent drop in jobs in 
22 foiindries between 1982 and 1984. The most important reasons for 
this decline were competition from overseas imports and a downturn in 
the number of development and resource projects. Several major 
foundries had been forced to close. 
At the time of the announcement of the closure, the foundry was 
part of the heavy engineering firm of Commsteel Vickers Ltd. This 
company had only recently been formed in 1984 as a result of a merger 
between Vickers Ruwolt, an international engineering giant, and 
Commsteel, a large local manufacturer. Soon after the merger, in 
mid-1984, the new company announced that it would shut down its huge 
Melbourne factory at Richmond, retrenching 500 employees. The plant 
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was shifting to Karrabin in Ipswich, Queensland. The State 
government of Queensland had lured the company north with a 
$1.2 million grant to establish a new foundry at Ipswich. 
The management at Commsteel Vickers justified their 
rationalisation by stating they would centralise their operations in 
New South Wales and Queensland, so that the company's heavy 
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engineering division would be closer to the major markets of the 
mining industry in Queensland and New South Wales. Other factors 
influencing the decision to restructure included: the reduced rate of 
growth and limited market base of the metal industry in Australia; the 
downturn in the heavy industry as a whole; and the increased worldwide 
competition. The reorganisation included a plan to re-equip the 
company's New South Wales operation with the latest technology. 
The announcement to close the foundry was made on 13th December, 
1984 and it came as a complete surprise to the employees. A younger 
pattern-maker complained: 
Well, it was not expected. There had not been any rumours 
and they [the management] said it was not going to close down 
when they merged with Vickers down in Melbourne - everything 
is going to be fine, nothing would change (3005). 
Under the terms of the metal industry award at that time, 
management was obliged only to give one week's notice; however, the 
AMWU officials persuaded the company to pay under the terms of the new 
job protection provisions of the metal industry award that would 
operate from 1st February, 1985. Therefore, most people received 
one month's notice, or longer in the case of older workers (over 
45 years). 
The majority of the employees finished on 11th January after the 
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last "melt" (a four-tonne liquid steel pour) was completed. 
Management then began phasing down the operations of the plant during 
the next two months. One of the moulders explained the process of the 
redundancy: 
They put people off at different times. We were 
casting-pouring jobs and as those casting jobs went through 
the works, they closed the sections down (3004). 
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Reactions to the Closure 
On announcing the shutdown of the foundry, the company's state 
manager said the reason for the closure was the poor demand for the 
foundry's steel, which had declined by 50 per cent since 1984: 
One of the foundry's major contracts was supplying cast steel 
bogies for railway carriages transporting coal from central 
Queensland, but with the rundown in the development of new 
coal mines, there had been less demand for the product. 
Commsteel's major rival in Queensland for the government rolling 
stock contracts was the Brisbane foundry of Bradford Kendall. This 
company had modernised its plant in the early 1980s, and succeeded in 
obtaining the "lion's share" of the contracts, forcing the Moorooka 
plant to seek contracts in mining work and to modernise with a new 
moulding process. However, despite the setbacks in the market and the 
effects of the recession, the foundry had remained reasonably busy 
and, at the time of the closure arrangement, still had in excess of 
six months of advance orders to fill. 
Many of the foundry employees were angry about the closure, 
feeling it could have been avoided. The management decision and the 
reasons given were not seen as just or true by the interviewed because 
it was believed the factory had been performing well; the workers had 
continued to be busy processing advance orders, and a new advanced 
moulding process, unique in Australia, had been installed in the 
previous year. 
The local works manager had appeared to have been as surprised as 
the shopfloor workers at the closure, privately confiding to the union 
organiser that "the place had not been running at a loss and it was 
certainly not in the red." 
A 44-year-old moulder questioned the validity of the reasons 
given: 
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Things seemed to be going well as far as I knew. They had 
said they were losing X amount of dollars and they were going 
down hill. I can't see how that was - it was busy most of 
the time (3008). 
No, there seemed to be enough work. Now all our work will be 
done by Bradford Kendall [the major rival company] (3005). 
A 54-year-old pattern marker said: 
No, it was not fair. The firm did well. They were still 
making money and we had a better technology and castings than 
Bradford Kendall (3001). 
The union organiser felt it was a very unjust decision: 
That foundry had been there before the 1930s. It was unjust 
that so many of them had given the company a lifetime of work 
and then they were just discarded. It was unfair in the 
manner in which they were retrenched, in that the company 
should have paid all their entitlements, superannuation, long 
service leave and redundancy. They didn't. 
The merger of Commsteel and Vickers and the subsequent 
restructuring which took place, were the main reasons given for the 
closure by several employees. A union representative believed: 
It was a closing of convenience for Commsteel because 
obviously Vickers now had the foundry at Ipswich and closed 
the plant in Melbourne. With the merging with Commsteel 
foundries in Newcastle, it is pretty obvious that they looked 
through their groups and decided they did not need Commsteel 
at Moorooka (3009). 
Other employees expressed similar views: 
It was a boardroom decision. It had nothing to do with 
whether they were making money or not as they were looking at 
the whole operation and deciding what to close down (3008). 
Commsteel Vickers as a group was not making a profit. 
Newcastle had not been making a profit for some time but 
Moorooka had been profitable, and we had a lot of forward 
orders - big orders for equipment. We thought they wanted to 
close down the Waratah branch in Newcastle but the main 
office was down there (3004). 
One employee blamed the Queensland State government for the 
closure because it had financially supported Commsteel Vickers's new 
foundry at Ipswich, which indirectly led to the demise of the Moorooka 
plant. The expensive land on which the factory site was situated at 
Moorooka could now be sold for a profit. 
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Management-Employee Relations 
Management and employee relations, in the few years before the 
closure, were described in terms such as "fair", "quite good" and 
"alright" by most of the interviewed. The local management's response 
to the decision was described as "unhappy", "amazed" and 
"sympathetic", partly because managers had also lost their jobs. Some 
of the interviewed said they could not say what the attitude of the 
top or senior management was to the decision. A few others felt that 
this group had been unconcerned: 
They were not really worried - they are big blokes from 
Sydney (3005). 
The AMFSU officials and representatives associated with the 
Commsteel foundry were far more negative in their attitudes. They 
described the management as overly strict and inflexible. One senior 
manager was described as a person who would "blindly follow" BHP 
policy. The hostility of one shop steward is revealed in the 
following statement: 
They were always a mongrel firm and worked for BHP - a very 
strict management (3002). 
One union official said: 
I'll give you an example of the mentality of the company. 
There was one incident which happened in the pattern-making 
area. One fellow was due to finish up on a particular date 
but the day before he was due to finish up, which was late in 
the piece because the pattern-makers were some of the last to 
be there, the foreman pattern-maker gave this pattern-maker a 
job and said this has to be finished by this afternoon. The 
pattern-maker said he simply could not manage it so the 
foreman got the manager down and sacked him on the spot. By 
this action he forfeited all his entitlements and so we [the 
union] had to go and fight for his entitlements. It is a 
pretty good example of how the company operated while they 
were there. 
Employees had ambivalent views about their treatment by 
management during the redundancy procedure. On the positive side, 
several employees were offered transfers to Commsteel Vickers at 
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Ipswich or to their former rival, Bradford Kendall. A negative 
consequence for many, was the company's refusal to pay full 
superannuation entitlements and redundancy payments due under the new 
provisions of the metal industry award. The company discounted the 
redundancy pay by the amount workers had contributed to the 
superannuation scheme, which meant many of the former Commsteel 
workers lost a few thousand dollars from their full entitlement. This 
company policy differs sharply from the treatment received by the 
staff employees in the GMH case study, as the white collar workers 
received full entitlements in both retrenchment pay and 
superannuation. 
The Trade Union's Performance 
All of the Commsteel Vickers workers were happy with the general 
performance of the AMFSU and the great majority were also pleased with 
their union's efforts during the retrenchment process. At the same 
time, however, it was felt there was very little the union could do to 
prevent the closure: 
The union organiser was good. He got the TV out here and 
showed the place up, but they couldn't really do anything as 
it all happened so quickly (3003). 
A different view was held of the other major shopfloor union, the 
Federated Ironworkers' Union. The AMWU and the Ironworkers' Union 
were very different politically: the former was left-wing, while the 
latter, which represents semi-skilled workers, was right-wing, with 
alleged connections with the National Civic Council. One consequence 
of the divisions between these two unions was that they failed to work 
together to improve redundancy provisions during the winding down of 
the operations of the foundry. 
I don't think the ironworkers are a strong type of union 
(3003). 
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Hopeless, they would not come on our side until the very end, 
they thought their jobs were safe, the buggers (3002). 
The closure revealed the vulnerability and limited power of a 
union when caught unawares by an unexpected management decision to 
retrench employees. Protest actions by the union were restricted to 
meetings at the local pub and at the old Trades Hall. Retrenchments 
had tapered off in 1985 and companies were not cutting down on their 
workforce as drastically as before, but the economic situation 
remained bleak and the rate of unemployment high. Consequently, there 
was still considerable insecurity amongst the retrenched and their 
unions. 
An AMWU official explained the effects of this insecurity upon 
union members: 
The continual chipping over the last two or three years has 
made a difference to the militancy of the members. People 
are still looking over their shoulders all the time, letting 
employers get away with things they would not have dreamed of 
ten years ago. For instance, employees at Walkers 
Maryborough agreed to reduce their pay [after being 
threatened with future redundancies]. 
Evans Deakin - Rocklea 
The Evans Deakin factory at Rocklea was associated with the 
Evans Deakin Industries (EDI) group, a large industrial employer based 
in Queensland. The firm had been going well financially for several 
years previously, with EDI experiencing a healthy profit for 1983 of 
$6,112 million; however, problems in heavy engineering were reflected 
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in the following year's profit of only $1.79 million. During the 
height of the recession, from May to November 1983, Evans Deakin 
experienced a drop in demand for heavy engineering products and was 
forced to retrench employees. The Rocklea plant was involved mainly 
in heavy manufacturing; lighter, smaller jobs were distributed to over 
30 subcontractors and these smaller workshops, with more intense 
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labour practices, relied heavily on this work. During the recession, 
however, Evans Deakin processed the lighter work at its own plant and, 
therefore, the smaller firms were frequently forced to close. Union 
officials had been told a few months previously by the management that 
there could be future retrenchments because Utah had decided to "put 
four draglines on the shelf", which was equivalent to two years' 
full-time work. 
The workforce at Evans Deakin totalled approximately 2,000, and 
the Rocklea plant usually had over 300 employees, although the 
workforce had dwindled down to only about 100 before the 
retrenchments. Throughout 1983, a number of workers were retrenched, 
and the interviewed in the case study were retrenched in 1983. Many 
of the interviewed had been expecting further retrenchments in late 
1983 so, when this eventuated, they experienced feelings of 
resignation, as well as apprehension about the future, because of the 
major problems facing the metal industry. Under the metal trades 
industry state award, the employees were given only two days' pay in 
lieu of notice, and many resented this short notice. 
The union organised a number of stopwork meetings and discussion 
concentrated on the retrenchment process. The union faced several 
difficulties over the selection criteria to be implemented because the 
company had a policy of "no seniority" for employees with less than 
three years' service. One 53-year-old union representative felt this 
was an unfair policy: 
The employer could dismiss whenever they wanted, such as 
sack a fellow with two and a half years but keep on someone 
with only six months' work. In the main they kept to the 
last on, first off, except when they needed particular 
skills. As a company goes down the 'funnel' it needs 
particular skills - tested welders or more skilled 
boilermakers (3011). 
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To complicate matters further for the union, the younger 
employees, some years before, had rejected the "last on, first off" 
principle for their shop and, therefore, union officials did not 
believe they could enforce this general principle during the 
retrenchment. An older former union representative believed: 
It should have been last on, first off. Some people are 
lazy but you have to accept that. It's a simple rule of 
thumb but it is the most effective in protecting the 
employees, otherwise loopholes arise. Employers don't like 
it, they resent it. They think they have a right to hire 
and fire at will and don't like this right being challenged 
(3019). 
Reasons for the Retrenchments 
There was very little scepticism about the reason given by 
management for the retrenchments, namely, that there had been a 
rundown in contracts for draglines in the coal industry. A 
44-year-old boilermaker said: 
There was no work. These firms don't tell you and, in a lot 
of cases, they will come around and just say 'You are 
retrenched.' They have too much staff - you usually can see 
that there are no new orders coming in (3014). 
Although the reasons given by management were not generally 
disputed, a majority of the retrenched did feel the decision was 
unfair. Some felt the company could have made the work last longer, 
especially as workers had to be rehired a few months later in the 
following year. Others criticised the decision on personal grounds: 
I suppose I saw it as not fair. I give a good day's work, 
although you have got to look at it as last on, first off 
and you have no choice about it (3014, 38-year-old 
boilermaker). 
Factors seen as responsible for the retrenchments at Rocklea 
varied considerably amongst the metalworkers. Nearly all of the metal 
tradespersons blamed the recession and the drop in demand for metal 
products for the slowdown in the operations of the plant. Blame was 
levelled at the Queensland State government for accepting contracts 
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from overseas tenderers rather than supporting the local manufacturing 
industry. The Wivenhoe Dam gates, which were contracted to a Korean 
company, was a widely cited example. One tradesperson pointed to the 
widespread use of concrete for buildings as a factor in the decline of 
the demand for metal products. A few of the interviewed believed the 
past militancy of the union had not helped matters. They believed the 
successful campaign by the AMFSU for a 37.5 hour week had caused 
considerable resentment amongst management. In the later campaign for 
a 36.25 hour week, management quite readily sacked and casually 
rehired labour, as the union was now in a weakened position. 
In my opinion Evans Deakin was pretty heavily unionised -
the union was far too strong, now it is nothing to speak 
of - if management comes along you jump - you can't afford 
to say anything (3013, younger boilermaker). 
According to the assistant secretary of the Ironworkers, during 
the period from 1983 to 1985, the major shopfloor unions agreed to 
drop 17 work practices in order to increase efficiency for the 
26 
company. 
Few of the employees at Rocklea felt the local or top management 
were concerned at the decision to retrench employees but, at the same 
time, few felt the management was completely indifferent. A neutral 
stance was taken by many, which possibly reflects the distant 
relations existing between management and workers in these metalwork 
factories. Workers were quick to point out, however, that management 
was particularly worried about the future of the company itself during 
this crisis period. 
Relations between management and labour had steadily improved 
during the early 1980s, after frequent strikes and conflict over a 
variety of issues in the late 1970s. An AMWU official said: 
Despite the fact that the company has not had a good past 
industrial relations with its workers it has tried since the 
late 1970s to develop better relations ... a trend of a lot 
of companies to a more conciliatory manner. 
376 
The attitude and approach of the union representatives to 
management also appear to have become more conciliatory in the 
few years immediately before the retrenchments. One employee believed 
the union representatives had been too arrogant in their dealings with 
management a few years previously: 
A 'Who are you talking to?' manner which did not go down too 
well, but things did improve (3012). 
There has been a good relationship for the last five years: 
no strikes. We could sit down and talk things out while, 
before, every time there was a dispute you found yourself 
out on the street on strike (3014). 
The metalworkers at Rocklea all agreed that the union had done a 
good job representing their interests in the few years before the 
retrenchments. Only one boilermaker blamed the union for the poor 
payout he received after his job was terminated: 
I worked there six or seven years then walked out with 
nothing while, at other firms, others were getting 
redundancy pay, which would help if you are unemployed for a 
long time, as every bit helps (3018). 
As in the Commsteel case study, the AMWU members at Evans Deakin 
were also critical of the other major shopfloor union, the Federated 
Ironworkers' Association, on the basis that it had poorly represented 
members, both before and during the retrenchment process: 
The FIA is more conservative historically and has had close 
links with the NCC. We are a craft union and based on 
trades, and theirs is labouring skill, a labour union (3011, 
Shopsteward). 
In examining the AMWU members' attitudes to the different aspects 
of their union's role in representing their interests, satisfaction 
was expressed with the union's efforts on wages, fringe benefits and 
safety; however, some criticism was voiced with regard to job 
security. 
377 
The Metalworkers' Experience of Retrenchment 
In the previous section, the discussion of management-employee 
relations and the role of the trade union was dealt with separately 
for each of the three case studies. In the first part of this 
section, the combined attitudes of the tradespersons and clerks in the 
metal industry, on management and unions, are examined. In the second 
part of the section, the employment and unemployment experiences of 
the interviewed are dealt with. 
Attitude Towards Management and Trade Union 
In an analysis of employees' attitudes to management in a 
retrenchment situation, it is important to ascertain how truthful 
workers considered the reasons given by management to be, and whether 
they regarded the decision to be legitimate. The extent to which the 
workers saw the reasons as valid is presented in Table 7.1. Clearly, 
a high level of distrust was felt by the metalwork employees to 
management, with half stating they did not believe the reasons given 
by management for the retrenchment. 
TABLE 7.1 
EMPLOYEES' EVALUATION OF VALIDITY OF REASONS GIVEN FOR RETRENCHMENTS 
(Column Percentages) 
Valid 
Not valid 
Both valid and not val: Id 
Staff 
(n = 10) 
40 
50 
10 
Skilled 
(n = 36) 
53 
36 
11 
Total 
(n = 46) 
50 
39 
11 
Rounded to nearest percentage. 
A feeling amongst the employees that management's decision was 
unjust was even stronger than the questioning of the validity of the 
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decision, with only roughly one-quarter (26 per cent) believing the 
decision was fair. The results are outlined in Table 7.2. 
TABLE 7.2 
EMPLOYEES' EVALUATION OF THE FAIRNESS OF REASONS GIVEN 
FOR RETRENCHMENTS 
(Column Percentages) 
Fair 
Unfair 
Both fair and unfair 
Staff 
(n = 10) 
10 
m 
10 
Skilled 
(n = 36) 
31 
fil 
8 
Total 
(n = 46) 
26 
65 
9 
Rounded to nearest percentage. 
The staff employees record a slightly stronger negative reply 
concerning management than the metal tradespersons. This is an 
opposite finding to the GMH case study, and reflects the very 
different relationship between clerks at GMH, who identified with 
management, and the clerks at Malleys, who felt alienated from the new 
management of Simpson/Mcllwraith Davies. There were some differences 
between the employees in the different case studies, with the Malleys 
employees being more negative in their replies than the Evans Deakin 
workers. This is understandable because of the differences in the 
causes and nature of the retrenchments. The Malleys and Commsteel 
closures were due to company takeover rather than economic 
performance, while the Evans Deakin retrenchments were due to a drop 
in contracts for heavy engineering work. 
In addition to the high level of questioning of the decisions by 
management, a negative view was also taken of the attitude of the 
management to retrenching workers. This is evident in Table 7.3. 
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TABLE 7.3 
EMPLOYEES' PERCEPTIONS OF LOCAL MANAGEMENT'S ATTITUDE 
TO THE RETRENCHMENT DECISION 
(Column Percentages) 
Very/fairly concerned 
Neutral 
Fairly/very unconcerned 
Staff 
(n = 10) 
30 
10 
60 
Skilled 
(n = 36) 
47 
25 
28 
Total 
(n = 46) 
43 
22 
35 
Rounded to nearest percentage. 
The staff employees are again more negative in their view of 
management, as only 30 per cent believed management was concerned 
about the decision, but only a minority of the skilled workers 
(47 per cent) felt management did care. 
Condemnation of the attitude of the top management is even 
greater than for the local management, as only 9 per cent of the 
interviewed felt the former was concerned, and 54 per cent felt it was 
not. Again, the staff employees were more negative in their response 
than the skilled workers. These results are a serious indictment of 
management's relations with its workforce in the metal industry during 
a period of recession. 
The metalwork employees were members of strong trade unions and 
most were very satisfied with the general performance of their union, 
the AMWU, in the year before the retrenchments; however, the situation 
was completely the reverse for the clerks, who were most dissatisfied 
with the Federated Clerks' Union prior to the redundancy decision. 
The results are shown in Table 7.4. 
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TABLE 7.4 
EMPLOYEE SATISFACTION WITH THE ROLE OF TRADE UNION 
IN TWELVE MONTHS PRIOR TO RETRENCHMENT 
(Column Percentages) 
Very satisfied/satisfied 
Undecided 
Dissatisfied/very 
dissatisfied 
Staff 
(n = 10) 
20 
Q 
Skilled 
(n = 36) 
97 
3 
Total 
(n = 46) 
80 
3 
80 17 
Rounded to nearest percentage. 
The metalwork employees were also satisfied with the effort made 
by the AMWU at the shopfloor or office level during the retrenchment 
process. The clerks give a more mixed response to the question 
concerning their union's efforts at the plant because, just prior to 
the retrenchment, there had been a major political change within the 
Federated Clerks' Union: the right-wing faction lost the elections 
and a new centre-left faction took control of the south-east 
Queensland branch of the union. Many clerks expressed satisfaction 
with the new organisers and representatives. The differences between 
the occupational groups on the role of the union are presented in 
Table 7.5. 
The interviewed gave an almost identical response with regard to 
the efforts made by their trade union at the administrative level 
during the retrenchment process. Therefore, the metal tradespersons, 
at all levels, were pleased with their trade union's performance, 
while the clerks were more ambivalent. 
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TABLE 7.5 
EMPLOYEES' PERCEPTIONS OF TRADE UNION EFFORT AT THE SHOPFLOOR 
OR OFFICE LEVEL DURING THE RETRENCHMENT 
(Column Percentages) 
Staff 
(n = 10) 
Skilled 
(n = 36) 
Total 
(n = 46) 
Very good/quite good 
Undecided 
Poorly/very poorly 
50 
0 
50 
83 
3 
14 
76 
2 
22 
Rounded to nearest percentage. 
Employment Experience 
In order to understand the attitudinal changes which occurred as 
a result of the retrenchments in the metal industry, respondents were 
asked to compare conditions at their pre-rediindancy workplace with 
those at the post-redundancy place of employment. 
Job Security 
The recession in the metal industry had caused a dramatic change 
in the attitude of the metalworkers towards the issue of job security. 
Many admitted that job security, although considered important, had 
not been a top priority until there were widespread closures and 
sackings in the industry. A boilermaker from Evans Deakin stated: 
Job security before I was retrenched would not have as high 
a priority as it would now. Good pay and conditions come 
first - what the goodies are; but job security would be a 
much higher priority now (3016). 
Another boilermaker said: 
I accepted the short notice because I am used to it. I had 
never really thought about it (3012). 
The acceptance of insecurity in employment by most members, partly 
explains the relative neglect of the issue of job security by the AMWU 
until 1981, when the job security test case was submitted to the 
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Arbitration Commission. When discussing the retrenchments at Evans 
Deakin, a shop steward complained of the neglect of this issue by the 
union: 
There was no agreement about retrenchment payments. When we 
raised the issue they would not entertain any negotiations 
on this, when they are about to put people off. They were 
worried about saving the company. This is something you 
should try to get in good times. You have to get those 
things when you have the capacity to bargain. When you are 
on the bottom of the pile you can't win (3011). 
This view was supported by another tradesperson: 
I felt we had made a mistake years ago. We should have gone 
for a better severance pay; we had no agreement on that 
(3013). 
A substantial majority (65 per cent) said that job security was 
now more important for them. Job security ranked second only to pay 
as the most important aspect of a job, with 37 per cent of the 
interviewed giving it top priority. The following statement by a 
metalworker reveals the importance of job security and continuation of 
employment: 
I felt security was more important. I went for a job with 
less rate of pay but it was more secure, and I get on better 
with the management (3029). 
Comparing the security of their new employment with that of the 
job they held before the redundancy, the interviewed expressed a 
greater insecurity, with 30 per cent stating they felt more insecure 
and only 8 per cent more secure. 
A major concern of the metalworkers was the increase in casual 
27 
and contract employment within the metal industry. During the 
period of recession, a number of employers used short-term employment, 
particularly in the heavy engineering sector. A fitter and turner 
expressed his concern about the increase in casual employment: 
Like the building industry, the metal industry is employing 
people for a particular job. When that job's done, that's 
it. The industry is losing people because of uncertainty 
and only temporary employment. It won't have the skilled 
people soon (3032). 
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One AMWU official argued that many employers were attempting to 
circumvent the provisions of the new job protection agreement 
introduced in 1985 by trying to employ on a casual basis. If this 
form of employment were not possible, employers would engage workers 
on a permanent basis, but with a limited-term contract whereby they 
were employed to complete a specific task only. Metalworkers widely 
expressed concern at the increase in the operations of companies that 
specialised only in contracting out tradespersons for specific tasks 
to other employers. 
A union representative at Evans Deakin, discussing the effects of 
the recession, stated: 
There is a higher incidence of casual employment. You go 
back five years when there was a scarcity of tradesmen. He 
[the employer] would literally take anyone that knocked on 
the door, whether he needed him at the moment or not. Now 
it is the opposite; he leaves it to the last to pick who he 
wants for a casual job and picks the best (3019). 
Although job security was important to most of the interviewed, 
their attitude to the related issue of the importance of job 
protection for security in employment is less clear. A series of 
questions was asked in order to establish the priority placed on job 
protection (see Appendix). A scale was constructed and an Alpha 
Reliability Coefficient of 0.63 was calculated for the scale. 
Table 7.6 shows an even spread of replies from the skilled 
workers, from low to medium priority, which is a similar response to 
that given by the skilled workers in the GMH study. Few of the 
respondents recorded a high score on the issue of job protection 
because the concept of job ownership was largely rejected by the metal 
industry employees. There was universal support for compensation 
being paid after job loss and some support for the concept of job 
rights. 
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TABLE 7.6 
EMPLOYEES' PRIORITY OF JOB PROTECTION IN EMPLOYMENT 
BY OCCUPATIONAL STATUS 
(Column Percentages) 
Priority of Job 
Protection Staff Skilled 
Low 40 36 
Medium 60 31 
High 0 33 
Rounded to nearest percentage. 
Job Preference and Satisfaction 
Just over half of the metalwork employees (54 per cent) preferred 
their old work situation, while roughly only one-quarter (27 per cent) 
favoured their new workplace. The reasons given for preferring the 
former workplace usually related to the better pay and conditions 
offered there. Most of the respondents (54 per cent) said they were 
worse off financially, while only 19 per cent considered their income 
was better in the new job. Some metalworkers expressed a preference 
for their former place of employment: 
I preferred working at Evans Deakin because they paid much 
better money (3012). 
I'm presently employed as a chemical plant operator but I 
would prefer to go back to boilermaking as I prefer the more 
regular hours and better pay (3006). 
The new job was usually preferred because of its better work 
relations or environment. For example, a moulder explained why he was 
happy with his new employment, as follows: 
I've got a labouring job now but at least I am outside in 
the fresh air in this new job (3002). 
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And a fitter and turner said: 
I prefer my job now. Pay-wise I lost a bit, $40, but the 
conditions are better, not like a factory, and I get around 
a bit, e.g. I had to go down to Sydney recently (3027). 
Surprisingly, very little difference in the level of job 
satisfaction was expressed by the interviewed for their former 
workplace (72 per cent) and their present employment (70 per cent). 
The major sources of job satisfaction for the white collar workers 
were the intrinsic interest of the job and the work relations within 
the organisation. An older female clerk at Malleys said: 
I was very satisfied because I liked the people I worked 
with. Most of those left knew each other well. It is a 
shame, we were such a big team (3024). 
And another female clerk stated: 
The job at Malleys was a lot more demanding and I got a lot 
more job satisfaction out of it. I liked the job and there 
was a lot in it. Now I am just a girl Friday and I just do 
typing and shorthand, and I don't really get any 
satisfaction out of it at all (3022). 
However, a younger female clerk expressed a preference for her new 
workplace: 
It's a very friendly little department. Everyone is on 
first name terms, from the youngest apprentice up to the 
supervisors and managers. I can talk to the boss on an 
equal footing. At Malleys, there was more of a division 
between the bosses and employees (3030). 
The manual workers emphasised the work conditions, level of 
supervision and the environment under which they had worked, when 
giving reasons for being satisfied with their job. Two boilermakers 
explained why they were more satisfied at Evans Deakin than at the 
smaller workshops: 
They were more relaxed, although not an efficient management 
at Evans Deakin. You had more responsibility than in the 
smaller firms where it was more repetitious (3016). 
Not a pressured job - less pressure than some of the smaller 
shops where you have to go hammer and tongs all the time 
with the owner manager watching you all the time (3011). 
386 
Finally, the ambiguity of the concept of job satisfaction is well 
illustrated in the following reply from an older moulder: 
I was satisfied - it was a job. I worked there 26 years. I 
suppose I was in a bit of a rut, I would curse the place 
sometimes but, when it closed down, I missed it (3003). 
Attitudes to Work and Leisure 
The skilled manual workers revealed an instrumentalist approach 
in their attitude towards work. The pecuniary rewards of work appear 
to have been more important to them than its intrinsic interest. Only 
42 per cent of the metal tradespersons agreed with the statement, 
"What I do at work is more important than the money I earn." 
One fitter and turner replied: 
I would have to disagree, you have to earn a living first. 
I didn't do it for fun (3032). 
An unemployed boilermaker from Evans Deakin also expressed the view: 
Work has always been a means to an end for me. To be 
serious, it [redimdancy] has not changed my attitude to 
work. I would have to say that the thought of having to get 
up and go to work and get back into the harness would be 
rather daunting. In fact it would rather take a lot of 
mental and physical discipline to do it after being 
unemployed for nine months. You are upright all day; you 
don't sit down. In that sense, it takes physical discipline 
(3017). 
The clerks, in contrast to the metalworkers, strongly agreed 
(80 per cent) with the above statement regarding the priority of 
intrinsic over pecuniary interest. However, both occupational groups 
almost unanimously agreed with the statement, "It is the enjoyment of 
leisure that makes life worthwhile." 
The work ethic was not very strong with either staff or manual 
workers: 80 per cent of the white collar employees and 64 per cent of 
the manual workers were willing to retire immediately if they had the 
financial means to do so. 
This widespread desire to retire early is reflected in the 
following comments by a 48-year-old female Malleys clerk: 
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I want to earn as much money as I can now because we aim to 
retire early, hopefully the end of next year. We would like 
to retire long before we are eligible for the old age 
pension. That's the only reason I am going to work (3022). 
A 58-year-old clerk also said she was looking forward to retirement: 
I worked 33 years at the same place and I have not worked 
since. As I say, I only have another 16 months before I 
would be retiring. I am really enjoying it. I am going out 
in the car and seeing my friends. I am taking it easy 
(3033). 
A few employees did, however, show that the work ethic was not 
completely dead. For example, a clerk from Malleys asserted: 
I like working. I've always worked. I wouldn't know what 
to do if I stayed home. I won't say I can't stand the 
neighbours, but I don't live in the same world as my 
neighbours; I live in a different world. They say married 
women shouldn't work because of the unemployment but if 
people want to work they should be able to (3035). 
The major changes in the metal industry employees' attitudes 
towards specific aspects of work were that job security was now 
considered more important by 72 per cent of the manual workers, 
followed by interest and variety at 39 per cent. Amongst the white 
collar workers, interest and variety were now more important for 
50 per cent. 
Pay was, overall, the most important aspect of a job for over 
half of the manual workers (56 per cent) followed by security 
(33 per cent), while interest and variety (50 per cent) was the 
dominant choice for the white collar workers followed by security 
(40 per cent). These findings are similar to those in the GMH study 
on differences between white collar and manual workers. Both reveal 
the more instrumental approach to work of the skilled workers and the 
emphasis placed on intrinsic interest by the white collar employees. 
Technological Change 
Approximately four out of ten of the respondents felt there had 
been significant changes in their job due to technology. Within this 
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group, roughly one-quarter (26 per cent) felt the new technology had 
upgraded their skill, while over half (58 per cent) believed that the 
new technology had resulted in a deskilling of their jobs. More of 
the boilermakers (50 per cent) reported experiencing deskilling or 
loss of control over their job than the other occupational groups. 
One boilermaker said: 
The machines weld and cut automatically. There is probably 
the same skill, but it is harder on the worker because of 
the constant working with the machine; the cutting machine 
does one after the other (3018). 
The effects of new technology on the work of patternmakers and 
moulders is less clear, because some believed the changes had 
upgraded the job and others believed they had downgraded it. For 
example, a patternmaker, discussing the new machinery at Commsteel, 
said: 
It's brand new technology; a two million dollar machine. 
The changes in the job are roughly the same skill but it is 
quicker, so it is doing the same thing over and over (3001). 
Other metalworkers, e.g. fitters and turners, reported no significant 
changes in their job due to technology. Among the clerical workers, 
only 30 per cent said the introduction of computers into the office 
had led to the lowering of skills. 
Experience of Unemployment 
The study now turns to the unemployment experiences of the 
respondents and includes their views on the causes of unemployment and 
the decline in the metal industry. 
Reasons for Unemployment 
The respondents gave five major reasons for the causes of 
unemployment and the decline of manufacture in the metal industry as 
follows: overseas competition; reorganisation; new technology; the 
State government; and the recession. 
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A frequently given reason for the decline in manufacture and the 
consequent rise in unemployment was the increased competition from 
overseas manufacturers. A moulder at Commsteel believed the problems 
in the industry were due to: 
Cheap overseas labour. For example, one place in Brisbane 
used to make manholes, now they are made overseas. They 
work for $20 a week over there (3003). 
A fellow moulder at Commsteel said the decline in production was 
because of: 
things made overseas - imports. There is only a 15 per cent 
duty for castings for developing countries, while it is 
40 per cent for a developed country. 
Another issue frequently raised may broadly be referred to as 
"reorganisation", that is, the takeovers, mergers and restructuring of 
the industry. There was divided opinion on this particular reason. 
The predominant view amongst the metal industry employees was that 
most takeovers are simply profiteering or, quite often, the act of a 
corporate raider. The terms "restructuring" and "rationalisation" are 
considered to be euphemisms for fewer companies and fewer jobs. For 
example, a fitter and turner angrily claimed: 
It is big business and money grabbers. Business buying and 
selling for a quick profit. People genuinely interested in 
manufacturing don't want to get out, but other groups come 
in and shut down the factories (3026). 
On the other hand, a few employees believed changes or 
restructuring in the industry had created unemployment but were 
necessary for the survival of the metal industry. A male clerk 
observed: 
It's obvious you can't have too many producers trying to 
sell the same thing, can you? You have a price war and 
nobody makes a profit (3031). 
An AMWU official also emphasised: 
We need to have rationalisation to compete with the imported 
product so we can get prices down. Before bringing down 
tariffs the government has to ensure the Australian 
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manufacturer has volume production to resist the imports 
coming in. I remember the manager of Malleys discussing a 
new cutting machine that was very expensive and made in 
Japan. He [the manager] said we do not have the volume 
production to buy such a thing. Unless you restrict 
imports, you will never get the volume. 
A further major reason given by the employees as an explanation 
for the rising unemployment was the introduction of new technology. 
As in the case of reorganisation, there was divided opinion on the 
effects of the former issue. The dominant position was that new 
technology was taking people's jobs: 
Causes for unemployment are the new technology. It has 
greatly reduced the number of employees (3006, older 
Commsteel moulder). 
The machine I was working on was a computer cutting machine 
and each of these was doing 40 men's work (3016, boilermaker 
at Evans Deakin). 
In the heavy engineering industry, technological changes had 
reduced the demand for labour. For example, MIG welding had 
progressively replaced the old stock welding since the late 1970s. 
MIG welding is two or three times faster, and had reduced the number 
of welders by one-third. Other important technological developments 
had been the numerically controlled machines, e.g. the beamline 
machine and the hand commander, a flame-cutting machine. The Evans 
Deakin plant at Rocklea introduced three beamline machines, each of 
which did ten men's work in eight hours, according to an AMWU survey 
on the effects of new technology. Computerised lathes and robot 
welders are further examples of new technological developments which 
were introduced. The computerised machinery was supervised by skilled 
tradespersons because of union pressure to prevent the use of 
unskilled workers. 
The clerks in the case study had also been widely affected by the 
introduction of computer technology. One of the clerks described the 
impact of new technology on her employment: 
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Computers definitely affected the employment of the place, 
you didn't need so many people. When the computers were 
handling the stock control, which I was in charge of, I was 
maintaining the stock for the whole of Australia. To do 
that manually would have probably taken three people. When 
people left they didn't replace them ^ nd many lost their 
jobs in the retrenchments in 1982. In the end I replaced 
probably four people and I was not overworked (3022). 
Several respondents, however, believed that the introduction of 
new technology was not a contributing factor to the high unemployment 
level. They felt, on the contrary, that management had failed to 
invest sufficiently in new capital equipment, including labour-saving 
technology. This was particularly so for the smaller firms, rather 
than the larger companies such as Evans Deakin. As one boilermaker 
stated: 
Technology is not important because management are not 
keeping up to date (3013). 
This view was supported by a fellow worker: 
There is a lack of new equipment. Most places are clapped 
out; you cannot compete with modern machinery from overseas 
(3012). 
A few workers also believed new technology, e.g. robots, had a limited 
capacity to replace skilled tradespersons because of the unique skills 
required for many tasks. One respondent explained why he did not feel 
threatened by technological advances in the industry: 
There is always room for a good qualified welder. They have 
this new. welding; it is all automatic, you just press a 
button, but it cannot replace the qualified welder for many 
jobs (3016). 
Another reason given for the decline in manufacture was the role 
of the Queensland government, in relation to its lack of support for 
manufacturing in Queensland. A male clerk from Malleys complained: 
To me, the Queensland government seems to have no interest 
in secondary industry at all. It seems to be letting it all 
go out of the State, which is tragic ... because it is 
secondary industry that employs much of the unskilled work. 
What alternative employment is there? (3037). 
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Similarly, a boilermaker said: 
State government policy is to blame. Things that had been 
built here in heavy engineering are now being built 
overseas. There is not much left in Queensland. What big 
companies are left? (3012). 
Finally, some of the interviewed believed that the problems in 
the industry were chiefly due to the recession the Australian economy 
was experiencing and pointed out that the metal trades were always the 
worst hit during a slump in economic activity. 
Attitudes to Unemployment 
Many of the interviewed from the metal industry experienced 
problems obtaining another job, as 42 per cent were still out of work 
six months after the retrenchment and 30 per cent after one year. The 
duration of unemployment was quite similar for both staff and skilled 
manual workers. Over half of the respondents had worked for more than 
seven years at the firm from which they were retrenched. Many of the 
workers had been employed on a long-term basis and therefore found 
separation from their former workplace to be a worrying and difficult 
experience. Approximately four out of ten of the respondents had 
financial commitments, such as a mortgage or bank loan, nearly half of 
whom had difficulty maintaining payments after the job termination. 
Several retrenched employees expressed despair at finding 
themselves unemployed: 
I felt quite stunned - what am I going to do? After I left 
I would wake up on a Monday morning and have that empty 
feeling, so I took the opportunity to do temporary work -
after all these years there was nowhere to go (3024, older 
female clerk). 
Manufacturing was shot to ribbons when I was retrenched and 
I just wondered what the future held (3004, moulder at 
Commsteel). 
You've been given the chop and it destroys a hell of a lot 
of your confidence (3014, boilermaker). 
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It's the second time that I have been retrenched; it's not a 
nice feeling, I can tell you (3029, 30-year-old dyesetter). 
Some also felt bitter about the way they had been treated and 
blamed management for the difficulties they faced when unemployed: 
The ones of us who were there the longest, the last ones to 
leave, we were the ones who obviously were the more valuable 
and yet it seemed to me they just wanted to take the best 
out of us and then leave us high and dry. Those who left 
earlier found it easier to find other jobs because there was 
an awful lot of retrenchments around about the time I left 
(3024, older clerk). 
There was a lot of lies told by the bosses just to get the 
people to stay, particularly those they did not want to 
lose. People lost the opportunity of getting another job 
(3025, older dyesetter). 
Respondents often expressed concern at the widespread 
discrimination practised by employers against older workers: 
They don't want you if you are over 30 and, if you are over 
45, you are wasting your time. The only way was to apply 
for jobs for a younger age than what I am. I was 45 when I 
was retrenched so if the job said up to 40 I would apply and 
eventually I got a job (3031, male clerk). 
Starting again at my age in life is a bit hard to do, as I 
found out, no one wants you when you are older. It does not 
matter what experience you have got. Once they hear you are 
over fifty it is shut up shop (3024, female clerk). 
In contrast, the employment prospects of a younger dyesetter 
were much better: 
I worked five years as a dyesetter at Malleys and found 
another job easily. I was not really unemployed - I am only 
30 now. An organiser told me that 70 per cent of them 
[fellow workers] would not work again. They were in an age 
bracket where no one wants them, 55 and over. The few who 
were nearly 60 or over have been paid up to retirement 
(3029). 
The Commonwealth Employment Service was widely criticised by the 
interviewed: 
CES did not give me much help. In fact I got the whitewash. 
I was most annoyed; I think they thought it was hopeless for 
a person of my age. They didn't even give me an interview. 
I was embarrassed to go in there anyway (3022, older female 
clerk). 
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A young boilermaker who had experienced long-term unemployment 
complained: 
The Employment Service say that they will ring you tomorrow 
but you never hear from them (3013). 
One fitter and turner was more sympathetic towards the role of the 
CES: 
The CES tell you that once you get to 45 years it's 
impossible but I suppose it's not the CES's fault, it's the 
employers' (3021). 
Finally, frequent complaints were made in relation to the amount 
paid in unemployment benefits: 
There should be retrenchment pay, every bit helps. I can't 
see how anyone can live on the dole. I did some labouring 
(3014). 
There is a decline in the quality of life when you are 
unemployed. Even if you are not financially embarrassed, 
you can't really plan ahead (3011). 
The metal industry employees were asked a series of questions 
on unemployment, in order to assess, in general terms, their attitudes 
as to its causes in present day society. These attitudes vary along a 
conservative to radical continuum (see Appendix). A scale was 
constructed, and an Alpha Reliability Coefficient of 0.53 was 
calculated for the scale. 
TABLE 7.7 
METAL INDUSTRY EMPLOYEE ATTITUDE ON CAUSES OF UNEMPLOYMENT 
Attitude Staff (n = 10) 
20 
20 
60 
Skilled 
(n = 36) 
47 
33 
20 
Total 
(n = 46) 
41 
31 
28 
Radical 
Centre 
Conservative 
Rounded to nearest percentage. 
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Table 7.7 shows that the metalworkers had a predominantly 
left-wing (47 per cent) interpretation of the causes of unemployment, 
while the clerks held a more conservative view (60 per cent). There 
were also differences in attitude between the younger and older 
workers, with the former being more likely to take a radical position 
(50 per cent) than the latter (35 per cent). An unexpected finding of 
the scale on unemployment was that there was very little difference 
between the attitudes of respondents who had found a job soon after 
being retrenched (less than three months) and those who had 
experienced long-term unemployment (over nine months). 
Conclusion 
The lack of job security in the metal industry during a period of 
recession and the effects of technological change in the metal and 
manufacturing industries have been highlighted in this chapter. 
Overall, this case study has revealed that there was a high level of 
satisfaction among metal tradespersons with respect to the role played 
by their union, the AMFSU, during the redundancy; however, the staff 
employees were more ambivalent about the representation they received 
from the Federated Clerks' Union. In contrast, the great majority of 
both white and blue collar workers were dissatisfied with the 
treatment they received from management during the retrenchment period 
and were also critical of the way management had implemented the 
closure decision. 
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CHAPTER 8 
CONCLUSION 
Introduction 
In this final chapter, a comparative approach has been taken in 
order to contrast, compare and draw conclusions from the differing 
responses of employees and unions participating in each of the case 
studies. These case studies reveal that there are complex and 
contradictory social processes at work in a redundancy situation. 
This study rejected the deterministic approach taken in many 
organisation and redundancy studies whereby organisations are seen as 
products of economic constraint. In this research, the importance of 
managerial activity as purposeful behaviour, that is facilitated and 
constrained by structural factors, has been emphasised. The political 
and sectional nature of organisations is stressed, rather than simply 
treating management as an undifferentiated identity. In many studies 
of retrenchment, the decisions taken by management have not been 
questioned. This research, however, examined the notion of strategy 
and its relationship to the structural forms of control of the 
production process. The types of control exercised by management over 
the production process, and the two major managerial strategies of 
direct control and responsible autonomy, were outlined. 
Management Authority and the Case Studies 
A framework for styles of organisational control was discussed in 
relation to the three case studies and the three following major types 
of control were proposed: an authoritarian style whereby supervision 
involves direct or single forms of control; an instrumental style, in 
which the dominant characteristics are pragmatic and utilitarian 
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relations between manager and worker; and a neo-paternalistic style, 
in which there are bureaucratic control type relations which are high 
trust. In the case studies, the role of management and the authority 
relations at particular workplaces corresponded to the above styles of 
control. 
At GMH, the great majority had a deferential attitude towards 
managerial authority. Most of the employees were long-term, and many 
expressed loyalty to the plant and pride in its good industrial 
relations record. Management's style was partly autocratic, in that 
working conditions were dictated from above and direct forms of 
control were used. This autocratic style is exemplified by 
management's failure to consult with the unions prior to making the 
redundancy decision. 
However, other authority relations at the plant took a more 
traditional form, which has been termed "quasi neo-paternalism": for 
example, the close relationship which developed between the managers 
and many of the shop floor workers, the limited form of welfarism in 
the pension fund scheme, the good wages and conditions and the 
extensive use of the public relations department. The isolated 
location of the Acacia Ridge plant and the economic dependence of the 
local community, which had a large semi- and unskilled working class, 
were also conducive to the development of paternalistic relations. 
Plant employees' expectations concerning to the size of the 
redundancy payments they would receive differed widely according to 
their occupational status, and these differences can be related to the 
categories defined in Fox's 1974 study: the production line workers 
were a low trust group; the maintenance fitters were a medium trust 
group; and the high trust group comprised supervisors, clerical and 
executive staff. 
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The middle and high trust groups differed considerably from the 
low trust group with regard to their concept of workers' rights 
following retrenchment. The former wished to improve the redundancy 
provisions, while the low trust employees were more fatalistic about 
the amount they would receive in termination payments. 
The metal industry firms of Evans Deakin, Malleys and Commsteel, 
which were quite large manufacturing firms in the Queensland context, 
were small in comparison to General Motors. Security of employment 
conditions were generally of a lower standard at the former firms. 
The management at these metal industries did not usually implement 
human relations strategies or have active public relations 
departments. The form of supervision, however, did usually allow the 
tradespersons a limited form of autonomy. 
The metal trades employees rarely expressed hostility towards 
management but, at the same time, they did not express feelings of 
loyalty for their organisation. The relations between management and 
employees can best be described as instrumental, with most respondents 
considering pecuniary benefits to be the most important aspect of a 
job. Overall, the industrial relations situation which existed at 
these metal firms had been quite good and the employees in this 
particular case study were predominantly a middle trust group. 
The style of management at T.A. Field was authoritarian. 
Supervision was of the direct or simple variety, with poor relations 
and communication between management and shopfloor workers being the 
norm; industrial relations had been conflictual for many years. These 
relations can be described as low trust: the meatworks employees had 
low expectations with regard to job rights and benefits following 
retrenchment. 
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In addition to describing the structural forms and styles of 
control adopted by managers to control employees, this study also 
examined, on a more subjective level, the extent to which management 
was able to achieve consent before and during the retrenchment. Eight 
important work legitimating ideologies which help explain employees' 
attitudes towards the decision-making process and the hierarchy within 
their organisation were discussed. 
A detailed categorisation of the replies to the question on the 
legitimacy of the redundancy decision was drawn from the qualitative 
data; these categories were related to work legitimating ideologies. 
One important finding was that there was a strong tendency for the 
white collar workers from GMH to view management's decision as 
legitimate, by blaming outside forces, such as the Federal government, 
for the decision. 
An investigation of respondents' attitudes to their 
pre-redundancy work organisation revealed that there were marked 
differences among employees in the different case studies. A scale 
measuring employees' identification with their work organisation prior 
to redundancy showed that GMH workers had the highest identification 
and T.A. Field employees had the lowest. The metal industry employees 
were more likely to fall within the middle range, confirming the 
earlier assertion that management-employee relations in the metal 
industry were notable for their pragmatism, rather than being 
characterised by conflict or close working ties. 
The closer ties of GMH employees to management, in comparison to 
the situation in the other case studies, became even more evident when 
GMH employees' attitude towards their local management following the 
decision to retrench is taken into account. Almost unanimously, GMH 
workers believed that management felt concern about the consequences 
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of the decision, while only just over one-quarter of the T.A. Field 
employees expressed this view. The attitudes of the metal tradesmen, 
again, fall half-way between these results. The findings with regard 
to employees' attitude towards the role of top management are very 
different, however, because in all three case studies respondents 
voiced universal condemnation. 
Considering the poor opinion which most of the interviewed had of 
senior management, it could be expected that a large number would 
question the validity of the reasons given for the retrenchment 
decision. In fact, only half of the respondents unequivocally 
accepted the reasons given, and the results were very similar across 
the different case studies. There were, however, considerable 
differences between the case studies on the issue of the fairness of 
the reasons given for the decision to retrench. A far higher 
proportion of GMH workers accepted that the decision was fair 
(although only four out of ten employees expressed this view) than 
workers in the other case studies, only a small minority of whom felt 
the reasons were justified. 
These contrasting results are due, partly, to the greater 
integration of employees within GMH and to the different events 
leading up to the redundancy. The workers at T.A. Field believed the 
decision was unfair because they saw the dismissals as primarily an 
attack on their work conditions, rather than the consequence of a 
change in ownership. The metal workers at Malleys and Commsteel felt 
they were the victims of a company takeover by larger competitors who 
then closed the firms down. 
When the structural factors affecting management's implementation 
of the redundancy were discussed, it was shown that management's 
ability to put into effect a rundown of its labour force that is 
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completely to its liking is constrained and facilitated by the 
following six factors: the market situation of the company; the 
socio-technical system; the degree of unity within management; the 
cultural values and legislation restraining management's handling of 
the redundancy procedures; the balance of power between managers and 
workers; and the pattern of employees' expectations and prior 
industrial relations experiences. 
The degree of control exerted by management over these factors 
varied among the firms studied. The market situations of the firms 
were quite different at the time the redundancies occurred. 
T.A. Field, Malleys and Commsteel were not experiencing financial 
losses when they were taken over by company rivals; however, Evans 
Deakin and GMH were having economic problems at the time of the 
retrenchments. 
The socio-technical system was similar in each of the case 
studies and the operations had a high degree of interdependence. 
A shortcoming of many redundancy studies is that they neglect the 
relationships which exist within management; however, in this study, 
it was considered that the degree of unity within management itself 
was a factor that had to be taken into account. This study revealed 
that there were conflicts of interest with regard to the personal 
goals of managers at GMH and the actual goals of the company. In the 
interviews with employees at Malleys, it was also evident that major 
divisions existed between the "old" and "new" management at that firm. 
The cultural values and legislation restraining management's 
handling of the redundancy procedure also varied considerably between 
the firms studied. "Cultural values" chiefly refers to management's 
stance with regard to the justness or equity of the termination 
payments, and also relates to the broader community's attitude towards 
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the retrenchment. The legal obligations placed on management in the 
handling of the redundancy varied from firm to firm. At Evans Deakin 
and T.A. Field, no redundancy payments were required, whereas 
superannuation and redundancy payments were required at GMH. 
The power relationship between management and its labour force is 
another factor which affected management's handling of the 
retrenchment. Unionisation is a source of power for employers and is 
therefore an important factor in gauging resistance to redundancy. 
When considering union power, the main determinants are the strategic 
position of the union (that is, its market power) and the ability of 
its members to disrupt production or exert pressure on management. A 
major problem for workers fighting against redundancy is that, if they 
have been dismissed without notice, they do not have any market power. 
Another determinant of the extent of power is the size of the union, 
both within and outside the actual organisation. 
The third determinant is the degree of solidarity existing among 
workers, which is related to the extent to which they believe there is 
a conflict of interest with management over the retrenchment decision. 
There was a strong sense of solidarity among members of the AMIEU 
which enabled that union to fight against the attempts of the new 
owners, Metro Meats, to withdraw the good conditions granted under the 
T.A. Field Meatworks Award. On the other hand, AMFSU union officials 
were uncertain about whether they had rank and file support at GMH for 
a better redundancy package. 
At GMH, management was able to contain union opposition to the 
redundancy package because of the divisions which existed between the 
unions on the plant site. At Evans Deakin the power of the 
labour force was weakened by divisions between the younger and older 
employees. 
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The attitudes of the union officials themselves, and the degree 
to which trade union leadership adopts or rejects management's 
perspective, also have an effect on redundancy outcomes. For example, 
many respondents at GMH complained that the VBEF was a "company 
union", in that union officials identified and worked "too closely" 
with management. In contrast, the AMFSU officials who represented 
workers in the Malleys and Commsteel case studies showed foresight by 
establishing a satisfactory redundancy package well before the closure 
announcements were made. The active role played by the AMFSU in 
response to the threat of redundancy, and the relative inaction of the 
VBEF, may be manifestations of the political nature of the unions. 
The VBEF has been described as a right-wing union: one that advocates 
close co-operation with management. Conversely, the AMFSU has always 
maintained a more oppositional, left-wing position. Right-wing unions 
find themselves in a dilemma when redundancy occurs because it is a 
process in which a conflict of interest between management and 
employees is unavoidable and is, therefore, inherently incompatible 
with a co-operative approach. 
The time period in which the redundancies occur may also affect 
union power. In addition, if redundancies are widespread, resistance 
to the decision may be perceived as futile. 
The extent of employees' power will also be dependent on support 
from groups outside the work organisation, such as the media or 
community or, more importantly, from the government. The case studies 
reveal the variety of means by which the state influences redundancy 
outcomes. In addition to its legislative or economic influence, the 
state may directly intervene in a redundancy dispute: for example, in 
the AMIEU-Metro Meats dispute, the Federal Labor government supported 
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the trade union, while the National Party state government sided with 
the new owners. 
Finally, the expectations of the employees limit management's 
control over the redundancy. Employees' attitudes to management, the 
level of trust relations, and the industrial relations which existed 
at the plant before the retrenchment decision was made, all had an 
important bearing on employees' expectations of what the final payout 
would be. 
Work and Unemployment in the Case Studies 
In the case studies, a labour process approach was used to 
investigate management control and the workplace relations which 
existed before and during the redundancy. Several issues were 
critically assessed in the light of these findings. 
Debates on the effects of new technology on skill level have 
either forecast an imminent deskilling of work or have taken the 
opposing view, that skills would be upgraded as a result. In the case 
studies, the research on technology has shown that upgrading or 
deskilling may take place in a particular context but that no specific 
pattern can be detected with regard to wider employment trends. Most 
of the retrenched employees (80 per cent) stated that their skill 
level had remained static in the few years before the retrenchment. 
Changes in skill level were reported almost entirely by the clerical 
workers at GMH, by the boilermakers at Evans Deakin, and by 
participants in the pilot study. In all of these three groups, the 
majority of respondents reported experiencing a decline in skill. 
Work relations were shown to contain the contradictory elements 
of conflict and co-operation and adaptation. This study has 
endeavoured to avoid an overemphasis on one particular aspect. The 
research rejected the tendency of some writers on redundancy to 
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presume, a priori, that occupational groups have certain basic "real" 
interests (for example job security). However, workers have their own 
perceptions of what their interests are, which are influenced by the 
choices and constraints placed upon them as a result of their position 
in the social relations hierarchy comprised of managers and employees. 
In the GMH study, for example, some employees believed they would 
benefit from the redundancy, while others were very pessimistic about 
the consequences of the decision. 
An individual's attitude towards work and redundancy is shaped, 
to a certain extent, by the relationships that he or she has formed at 
the workplace. The study maintained that work relations are important 
in their own right (that is, that they have a relative autonomy), that 
they develop their own traditions, and that they influence a wide 
range of behaviour. In adopting this approach, the study did not deny 
the importance of the wider societal beliefs and values that an 
individual brings to his or her workplace. 
This study has adopted a labour market segmentation approach to 
interpret the divisions within the labour market and the subsequent 
differing employment and unemployment conditions of the retrenched 
workers participating in the case studies. The case studies show that 
employment conditions varied at the particular firms at which 
employees worked prior to their retrenchment. 
The jobs held by the T.A. Field employees can be described as 
secondary, with workers having poor wages and conditions and little 
security. T.A. Field was a small concern and was part of the 
competitive peripheral sector dealing in food processing. In 
contrast, a large multinational firm such as GMC was part of the 
core-sector and offered the best employment conditions to workers. 
Wages at GMH were considerably higher for metal tradespersons, white 
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collar employees, and production workers, than was the case at the 
other metal or meat industry firms studied. 
Differences in the employment conditions at the firms studied 
were also apparent with regard to the size of the termination payments 
received; payments were higher at GMH than at the other firms. The 
majority of the positions at GMH and, to a lesser extent, at Malleys, 
were sheltered by the internal labour market hierarchy of the 
respective organisation. For example, employment security was better 
at GMH than was the case at the smaller metal and meatworks firms. 
The segmentation of the labour market is also relevant to an 
understanding of different outcomes in the unemployment experiences of 
the workers who were retrenched from the firms studied. The economic 
sector location of a firm determines its vulnerability or power in the 
product market, and this affects the degree to which a firm has to 
make adjustments to its labour force. 
In each of the case studies, the redundancies occurred during a 
recession in the Australian economy and, therefore, many of the 
displaced employees had difficulty obtaining other jobs. In 
Queensland, the whitegoods, heavy engineering, meat and vehicle 
building industries, had all experienced a decline in employment and 
production levels in the few years preceding the retrenchments. 
Consequently, as most of the redundant workers were unable to find 
employment in their previous industry, considerable industrial 
mobility occurred. At the same time, however, there was only a small 
amount of occupational mobility; exceptions to this trend being the 
vehicle builders and supervisors at GMH, who were forced to find 
completely different types of positions following their retrenchment. 
The unemployment duration of workers was, to a large extent, 
dependent on the nature of the firm at which they had worked prior to 
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being retrenched. Only a small percentage of meatworks employees 
found work within three months of being retrenched, while over twice 
as many in the other two case studies found work within the same 
period. 
Individual Characteristics and Redundancy 
In this study, it was considered important to examine the 
influence of individual characteristics on the respondents' 
post-redundancy employment and unemployment experiences, rather than 
simply confining the analysis to a comparison of the case studies. 
The major characteristics taken into account were: gender, age and 
occupational status. 
A number of the women participants believed that sexual 
discrimination practices had restricted promotion opportunities within 
their work organisation. At T.A. Field, women were permitted to be 
employed only as packers at the shop floor level; a position which was 
poorly paid in comparison to the occupations open to the men. Several 
older women also complained of discrimination on the basis of both 
gender and age following their retrenchment, which forced some into 
accepting casual or part-time work. 
Many older workers (over 50 years) of both sexes complained that 
they had experienced employer prejudice. For a significant number of 
individuals, the redundancy had a profound effect on their subsequent 
employment prospects, as they found they were either unable to obtain 
work of any kind or to gain employment they considered satisfactory. 
Occupational status had an obvious bearing on post-redundancy 
employment and unemployment outcomes and on respondents' general 
attitude towards work. The major difference between the occupational 
groups was that the manual groups gave extrinsic factors, particularly 
job security, the highest priority, while the white collar employees 
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stressed the importance of an interesting and variable job. For white 
collar workers, employment was far more likely to form part of their 
individual identity, whereas this is not the case for manual workers, 
who tend to place highest priority on financial reward or security. 
Surprisingly, however, little difference was apparent in the responses 
of the occupational or age groups with regard to the strength of their 
commitment to the work ethic. The majority of all the retrenched 
workers said they would cease working if it were financially possible 
to do so. 
In addition to investigating respondents' subjective views of 
work in general, those interviewed who subsequently became re-employed 
were also asked to compare their pre- and post-redundancy positions 
with regard to earnings, skill level, job satisfaction and security. 
Most of the respondents who found employment were forced to accept 
lower wages, and a substantial minority believed their present skill 
levels were lower than those required in their pre-redundancy 
position. More staff employees believed they had suffered a greater 
loss in skill than the manual workers. The level of satisfaction with 
the former job was high for all occupational groups and was 
considerably lower for the post-redundancy job. Finally, nearly half 
of the re-employed considered their new position was less secure, with 
this view being more prevalent the higher the status of the 
occupational group. Very few respondents believed their new job to be 
more secure. 
The retrenched workers' unemployment experience was considered in 
relation to relevant factors associated with their prior employment 
position, and their particular personal background. These factors 
were: the extent of occupational identity; the financial situation; 
and the influence of wider societal attitudes towards unemployment. 
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Status was shown to be a crucial factor in occupational identity, as 
work was more likely to be a critical part of self-image for employees 
in professional or managerial occupations. Consequently, employees in 
high status or more "sheltered" positions considered unemployment a 
threat to their identity. The interviews with the out-of-work staff 
employees participating in the case studies showed that many were very 
self-conscious about not having a job and, for this reason, were often 
reluctant to seek work through the Commonwealth Employment Service. 
The financial situation of the displaced employees was also taken 
into account in the analysis of their unemployment experience. 
Financial hardship most severely affected those semi-skilled and 
skilled workers who did not receive adequate termination payments (for 
example, the meatworks employees or metal workers at Evans Deakin, or 
those in the pilot study sample). 
A third factor considered was the influence of the values held by 
the wider society with respect to unemployment. Contempt for the 
out-of-work individual on unemployment benefits is common in this 
society. Some of the respondents in the case studies showed that they 
held a negative view of people who were unemployed, despite having 
experienced long-term unemployment themselves. 
The research also investigated factors which could influence the 
interviewee's length of unemployment. A major determinant of the 
duration and extent of unemployment following retrenchment is the 
demand for labour. The employees in the firms studied had to seek 
re-employment during a period of recession and high unemployment. A 
description of the labour market status of the employees, twelve to 
fifteen months after the termination of their jobs, showed that 
24.4 per cent were still unemployed and that only 58.0 per cent were 
employed on a full-time basis. This level of unemployment is high in 
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comparison to that of other redundancy studies and to that in Brisbane 
generally. 
A number of factors, including sex, age, education, skill, length 
of service, marital status, whether or not there were dependants, 
ethnicity, financial support and timing of the job search, were 
examined in order to explain the differences in post-redundancy 
unemployment duration. It was found that one of the factors which 
significantly affected length of unemployment was age, as the older 
workers (over fifty years) had greater difficulty obtaining employment 
than did the individuals in the other age categories. The study also 
found that the semi-skilled workers were far less likely to obtain 
re-employment within a short or medium period of time than the other 
skilled groups. Finally, the research discovered that unemployment 
duration was briefer for married persons than it was for single 
individuals, and that there was a marked difference in the rate of 
unemployment between those employees with dependants and those 
without. 
The occupational status of the respondents was a factor which 
helped explain the major differences in attitude towards the firm from 
which they were made redundant. Unskilled workers were three times 
more likely to have a low identification with their former work 
organisation than white collar employees, and this result reflected 
the differences that existed in the trust relations between management 
and employees according to the status of the worker. 
There were considerable attitudinal differences between the 
occupational groups on the question of whether the reasons given by 
management were fair or just. Four out of ten staff employees felt 
the decision was just, but less than one in ten of the semi-skilled 
workers agreed. A detailed categorisation of the replies to the 
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question on the legitimacy of the decision to retrench was drawn from 
the qualitative data. There was a greater tendency for the white 
collar workers to legitimise management's decision by blaming outside 
forces, while the skilled tradesmen were more likely to approve of the 
actual decision taken by management. In general, the percentage of 
interviewees expressing distrust of management declined in accordance 
with their status as employees. 
Social Policy Implications of the Study 
In terms of the costs of redundancy, what do the results of the 
research indicate? With regard to the long-term unemployed, it was 
found that they and their families bore most of the direct cost in the 
form of a substantial loss of income that was sometimes accompanied by 
depression or ill health. 
A higher rate of long-term unemployment as a result of 
retrenchments and the contraction of industry also inevitably incurs 
increased economic costs for the state through an expansion of welfare 
and health care benefits. 
The recent decline of Queensland industries such as whitegoods, 
heavy engineering and vehicle building, and the associated sudden loss 
of jobs and incomes, has had a serious impact upon the economy. The 
predominance of these labour-intensive industries in Queensland 
contributed to the formation of a large dependent workforce with 
highly specific skills. 
It was found that certain groups of individuals suffered more 
than others following the retrenchments in terms of their success in 
regaining employment. The most vulnerable groups in the employment 
market following retrenchment were older men and women and 
semi-skilled workers. Individuals such as these, who are the most 
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susceptible to financial hardship because of their inability to 
complete, should be given more government assistance to find 
employment and should also be adequately compensated for job loss. 
One policy option which should be considered with respect to 
unskilled, older workers employed in the manufacturing industry would 
be the introduction of a lower and more flexible retiring age to 
facilitate a more financially secure and less traumatic withdrawal 
from the labour market. 
More industry-specific assistance is also required to assist 
disadvantaged groups. One government strategy, which would also 
require industry participation, might be to offer assistance to firms 
experiencing economic difficulties before any retrenchments 
occurred, to enable employees to provide alternative training or job 
search advice. For example, a scheme such as LATA (Labor Adjustment 
Training Arrangements) could be expanded to cover all manufacturing 
employees in need of special assistance. 
Another significant means of helping disadvantaged workers would 
be to ensure that they are given sufficient notice that the 
redundancies were going to occur. The introduction of this practice 
is essential if employees are to be given adequate time to adjust 
psychologically to retrenchment and to find suitable alternative work. 
A strategy also needs to be in place whereby workers are advised of 
the social welfare services that are available to them. 
To date, state involvement in private sector decisions on 
redundancy has been through arbitrary tribunals and, to a lesser 
extent, through the introduction of legislation, such as the N.S.W. 
Employment Protection Act (1982). 
The industrial relations system has inherent problems with regard 
to job security reform. Notions of states' rights limit the Federal 
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government's power to legislate directly on terms and conditions of 
employment. The High Court's broad interpretation of managerial 
prerogative has effectively prevented the Conciliation and Arbitration 
Commission from awarding in favour of issues such as job security. 
However, the Commission's 1984 ruling on job protection for workers 
under Federal awards was a landmark decision in Australia by its 
provision for the granting of: extended notice; a minimum severance 
payment based on length of service; and the mandatory requirement that 
prior consultation take place with unions on proposed technological 
changes. The decision established a minimum job security standard for 
employees and reduced the wide ranging powers assumed under managerial 
prerogative. A Federal government national redundancy policy would 
need to extend the standards and requirements of the Commission's 1984 
decision, to cover employees under both state and Federal awards. 
The major goal of any redundancy policy should be to eliminate 
personal hardship for employees while, at the same time, encouraging 
the efficient utilisation of labour. With regard to the former goal, 
the government needs to impose on all employers a legal obligation to 
provide adequate advance notice of impending retrenchments and 
satisfactory compensation to the affected employees. There is, 
however, a need to change from a form of policy which is merely 
reactive to one that is more interventionist. An industrial and 
regional policy requiring careful manpower planning could limit the 
effects of redundancy or even prevent its occurrence. In order to do 
so, government action is required with regard to the demand and supply 
sides of the labour market. Employers need to be encouraged to adopt 
policies aimed at preventing redundancy: for example, by implementing 
retraining and redeployment programmes or other measures, such as 
restricting overtime, limiting sub-contract work, or reducing the 
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length of the working week. In many cases, a decision to retrench 
employees is simply the most expedient option, and is not necessarily 
the wisest choice in the context of a firm's long-term goals. 
The second major goal, of achieving the best utilisation of 
manpower, can partially be achieved by encouraging people to become 
geographically mobile: for example, by providing financial assistance 
to help meet relocation costs. In addition, because of Australia's 
high level of home ownership, assistance should be given to help meet 
the considerable costs that are incurred when the relocating worker is 
required to buy and sell houses. 
Implications for Trade Unions and Employers 
Preconditions for the successful utilisation of employee 
bargaining power are: unionisation, government or community support 
for workers, and the existence of a high degree of solidarity among 
employees. When retrenchments occur, the degree of solidarity among 
workers, which is shaped by the characteristics of a particular 
workplace, is often a major obstacle to achieving a positive outcome 
for workers; some employees will not oppose management's decision, 
thereby hindering union efforts to resist it. At GMH, for example, 
long serving employees were looking forward to the short-term 
financial benefits resulting from retrenchment. Union leaders also 
have to overcome wider societal values which predispose employees to 
accept management decisions. 
Because trade unions have accepted the responsibility of 
protecting their members' job security, they should take every 
opportunity to monitor the level of production and financial 
performance of the company at which their members are employed. If, 
during this process, union leaders become aware of a situation which 
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might threaten employment security, they should act immediately. This 
principle does not seem to have been applied with respect to the GMH 
closure, as the VBEF union leaders did very little to protect its 
members, appearing "too ready" to embrace management's perspective. 
The 1980 closure of the Pagewood plant and the continuation of 
significant financial losses beginning in the 1970s, should have 
alerted the local and national unions to the vulnerability of the 
Acacia Ridge factory. 
Union officials need to take the initiative by developing their 
own range of alternative corporate strategies aimed at fully utilising 
the labour force's skills and abilities. Australian trade unions did 
not show much interest in the issue of redundancy until it actually 
occurred in the early 1980s. Most unions also failed to maintain 
contact with their members following their retrenchment. Although 
unemployment has not been an issue which has concerned trade unions, 
the formation of the Unemployed Association by the AMFSU was 
one exception to this general pattern. Trade unions need to create 
such active links (coalitions) between their employed and unemployed 
members. 
The research shows that, when confronted with a problematic 
issue, such as the prospect of a company closure and consequent mass 
retrenchments, managers are forced to consider the negative 
consequences which might result from their decision: for example, a 
strike at other plants, a sit-in, bad publicity or the possibility of 
poor future industrial relations. The case studies reveal that it is 
essential for management to convince the workforce that their intended 
action is legitimate and that their reasons are true or plausible. 
Management needs to establish a programme of consultation well before 
the intended retrenchments occur. Credibility can only be achieved by 
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clearly highlighting the reasons for the action and the pressures 
which have led to the decision being taken. The studies revealed that 
employees were particularly annoyed when managerial statements that 
were made prior to retrenchment were subsequently contradicted by 
management actions. 
A democratic style of management, which was evident in any of the 
case studies, may be more conducive to a smooth rundown of a plant 
from management's point of view. If management is considered to have 
acted in a trustworthy and co-operative way in the past its plans for 
closure are more likely to be accepted, particularly if employees 
believe the retrenchment has been well handled: for example, adequate 
advance notice and satisfactory redundancy compensation have been 
given. 
In summary, the study critically examines the reasons for the 
retrenchments; management's handling of the situation; and the trade 
unions' role during the redundancy process. The research focuses on 
both the pre-redundancy and the post-redundancy experience of the 
retrenched workers and analyses the structural and personal factors 
affecting the various labour market outcomes. 
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APPENDIX 1 
SCALE CONSTRUCTION 
Pre-redundancy Work Organisation Identification 
In order to assess respondents' identification to management and 
their pre-redundancy work organisation, a series of questions 
measuring the extent to which workers had a low or high identification 
with their former company were asked. Respondents were asked to 
indicate on a five-point scale the extent to which they agreed with 
the following statements: 
• In this organisation, management and the employees were 
definitely on opposite sides of the fence. 
• In this organisation, management really cared for employees. 
• No one was ever told what was going on in this organisation. 
• In this organisation, you were encouraged to feel a commitment 
to your job. 
A scale was constructed from these four items for which an Alpha 
Reliability of 0.73 was calculated. A high score on the scale 
indicated the existence of a high identification with management and 
the organisation before the employee was retrenched. The maximum 
attainable score for the pre-redundancy work organisation scale was 
20 and the minimum score was 4. One-third of respondents scored 8 or 
less, and this group was defined as having a low identification with 
management and organisation. Another one-third scored in the range of 
9 to 12, and this group was defined as having a neutral attitude to 
management. The remaining one-third recorded scores between 13 and 
18, and was defined as having a high identification with management. 
Post-redundancy Work Organisation Identification 
A second scale of respondents' identification with management and 
their post-redundancy work organisation was constructed. Respondents 
were asked the same series of questions as in the previous scale. The 
scale had an Alpha Reliability Coefficient of 0.9. A higher score 
again indicated a positive view of the management and organisation. 
One-third of respondents scored 8 or less on this scale, and were 
classified as having a low identification. Another one-third was 
classified as having a negative view. Another one-third scored in the 
range of 9 to 12, and this group was defined as being neutral in their 
attitude. The remaining one-third recorded scores between 13 and 19, 
and were considered to have a high identification with the 
organisation. 
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Attitudes to Job Protection 
For the purpose of determining the importance of job protection 
and security, a series of questions were devised in which respondents 
were asked to indicate, on a five-point scale, the extent to which 
they agreed with the following statements; 
• Employees have too much job security nowadays. 
• Employees who lose their jobs through no fault of their own 
should receive compensation. 
• The rights of long-term employees should protect them from 
retrenchment. 
• Employees should have the right to their jobs in the same way 
as shareholders have the right to their investments. 
A scale was constructed from these four items. An Alpha 
Reliability Coefficient of 0.63 was calculated for the scale. A low 
score on the scale indicated that a high priority was placed on 
security and job protection in employment. The maximum attainable 
score for the scale was 20, and the minimum score was 4. One-third of 
the respondents scored 7 or less and this group was defined as placing 
a high priority on job protection in employment. Another one-third 
scored in the range of 8 to 9 and this group was defined as having a 
medium priority to job protection. The third category scored between 
10 and 14 and this group was defined as placing a low priority on job 
protection in employment. 
Attitudes to Causes of Unemployment 
In order to assess employees' attitudes on the causes of 
unemployment in present-day society, workers were asked to respond to 
a series of statements which ranged from conservative to radical 
explanations. The respondents were asked to indicate, on a five-point 
scale, if they agreed or disagreed with the following four statements: 
• Unemployment is due to companies being concerned only with 
maximising profits. 
• Unemployment is a natural feature of any economy. 
• Unemployment is due to employees having to pay higher wages 
than the market will bear. 
• People become unemployed because they are not good enough to 
hold their jobs. 
The radical view of the cause of unemployment places the blame on 
the managers and owners of capital, while the conservative view holds 
that the cause of unemployment relates to the demands or shortcomings 
of employees. 
A scale on attitudes to unemployment was constructed from these 
four items. An Alpha Reliability Coefficient of 0.53 was calculated 
for the scale. A high score on the scale indicated a conservative 
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view of the causes for unemployment, while a low score indicated a 
radical view. The maximum attainable score was 20, while the minimum 
score was 4. One-third of respondents scored 8 or less and they were 
classified as having a radical view. Another one-third scored in the 
range of 9 to 11, and they were classified as having a moderate view. 
The remaining one-third scored between 12 and 18, and they were 
defined as having a conservative view. 
Employees' Major Replies as to Why Retrenchment was or was not a 
Legitimate Decision 
Underneath each of the broad categories are the groupings of replies 
that were collapsed together. 
Non-legitimate Legitimate 
Decision-making Disapproval 
Alternative organisational 
view 
Bad management 
Distrust 
Fatalism 
Distrust of reasons 
Political reason 
Moral Disapproval 
Unfair handling 
Lack of social responsibility 
Personal sentiment 
Decision-making Approval 
Rationalisation 
Business View 
Beyond Control 
Market Forces 
Government responsibility 
Moral Approval 
Fair handling 
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APPENDIX 2 
SURVEY OF RETRENCHED EMPLOYEES 
Section 1 
This section is concerned with various details concerning the 
retrenchment itself. 
1.01 What was the name of the firm from which you were retrenched? 
1.02 Is it part of a larger company? 
1.03 If Yes: What is the larger company's name? 
1.04 How many were retrenched at the same time or in the the 
previous 12 months to your own retrenchment? 
1.05 When were you retrenched? 
1.06 What period of notice were you given? 
1.07 Did you consider this long enough? 
1.08 How did you first hear that you were to be retrenched or laid 
off? 
1.09 How did you feel about the news? 
1.10 Following the official announcement, was there any form of 
protest or demonstration? 
1.11 If yes: What sort of demonstration or protest was there? 
1.12 Were you involved? 
1.13 How were the people who retrenched chosen? 
1.14 Did you consider this method fair? 
1.15 Did the company offer you the alternative of a transfer to 
another section/plant or employment elsewhere? 
1.16 If yes: What was this offer? 
1.17 Were you offered the opportunity of participating in a 
retraining scheme with the company? 
1.18 If Yes: What was this retraining scheme? 
1.19 What reasons did the management give for retrenching employees? 
1.20 Did you feel the reasons given were valid or true? 
1.21 Did you feel the reasons given were fair or just? 
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1.22 What was the attitude of the management at having to retrench 
employees? 
1.23 Who or what do you thing was responsible for your losing your 
job? 
1.24 Do you think any of the following should be responsible in 
finding another job for an employee who has been retrenched? 
The trade union 
The government 
The employee himself/herself 
The employer 
Other. 
1.25 How did the firm's business seem to be doing before the 
retrenchment? 
1.26 Where a firm claims to have financial difficulties, what other 
alternatives do you see to retrenchment? 
1.27 Did you receive any severance pay or any other form of 
compensation? 
1.28 If yes: How much was this altogether? 
1.29 Would you describe the amount as being very reasonable, 
reasonable or unreasonable? 
1.30 Did you have any financial commitments at the time of your 
retrenchment? 
1.31 Have any of these commitments proved difficult to maintain 
since you have been retrenched or laid off? 
1.32 How have you coped with the situation? 
Section 2 
This section is concerned with the role of your trade union. 
2.01 Were you a member of a trade union or staff association at the 
time of the retrenchment? 
2.02 If yes; Which one? 
2.03 Did you hold, or have you held, an official or representative 
position in the Union? 
2.04 If yes: What position? 
Now I would like to ask you about the trade union you were a member of 
when you were retrenched? 
2.05 How well in general do you think your union at the shopfloor or 
office level did its job of representing your interests at the 
time of your retrenchment? 
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2.06 What about at the administrative level? 
2.07 What about other trade unions which were on site, how well did 
they represent their members' interests? 
2.08 Here are some areas in which trade unions are involved. Would 
you please indicate how much effort your union put into the 
following aspects, prior to the retrenchment. 
Improving safety on the job. 
Representing the views of employees to management. 
Letting employees have a say in how they do their jobs. 
Improving job security. 
Obtaining better wages and fringe benefits. 
Taking a stance on particular political issues. 
Improving job skills. 
Getting employees a larger say in the decision-making 
process and running of the firm. 
2.09 Overall how satisfied were you with the role of your trade 
union in the twelve months prior to the retrenchment? 
Section 3 
Now I would like to ask you some questions about the jobs you have 
had. 
3.01 What job did you have immediately before you joined the 
company? 
3.02 What did you do? 
3.03 What qualifications and training were required? 
3.04 What type of industry was it in? 
3.05 How long did you work there? 
3.06 Was your job permanent or casual? 
3.07 Was your job part-time or full-time? 
3.08 Were you self-employed? 
3.09 What was your reason for leaving? 
Now I would like to discuss the job you held at the company. 
3.10. What was your job there? 
3.11 What qualifications and training were required? 
3.12 How long did you work there altogether? 
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3.13 What type of industry was it in? 
3.14 Have you obtained any work since the retrenchment? 
If no, go to Section 5. 
3.15 If yes: Are you presently employed? 
If no, go to Section 3.23. 
If yes: Presently employed. 
3.16 Could you tell me about your present job? What do you do? 
3.17 What qualifications and training are required? 
3.18 What type of industry is it in. 
3.19 How long have you worked there? 
3.20 Is your job permanent or casual? 
3.21 Is it part-time or full-time? 
3.22 Are you self-employed? 
Employed since retrenchment. 
Could you tell me about the job you have had since being retrenched. 
3.23 What did you do? 
3.24 What qualifications and training were required? 
3.25 What type of industry was it in? 
3.26 How long did you work there? 
3.27 Was your job permanent or casual? 
3.28 Was it part-time or full-time? 
3.29 Were you self-employed. 
3.30 What was the reason for leaving? 
All 
3.31 Would you say you were better or worse off financially in your 
present or last job than in the one you held at the company? 
3.32 Why do you say that? 
3.33 Can you say which you prefer, your job at the company or your 
present or last job? 
3.34 Why do you say that? 
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Now I would like to ask you about your situation immediately after the 
retrenchment. 
3.35 For how long were you unemployed after the retrenchment? 
3.36 Was the retrenchment the first time you have been unemployed 
(aside from regular seasonal unemployment)? 
3.37 If no: About how many times have you been unemployed? 
3.38 For how long were you unemployed? 
3.39 After you were retrenched did you consider moving away from 
Brisbane for employment? 
3.40 Have you considered applying for entry to a government 
retraining scheme? 
3.41 If yes: What scheme did you apply for? 
If presently unemployed: 
3.42 What is your main source of income at the moment? 
All 
3.43 What do you think are the major causes for unemployment in your 
industry? 
3.44 When did you start looking for another job? 
3.45 How did you hear about your present or last job? 
Section 4 - Employed since Retrenchment Only 
This section is concerned with your attitudes towards work. 
4.01 Here is a list of things people say are important in a job. As 
a result of your retrenchment would you say that any of the 
following aspects of your work are now more or less important 
to you? 
1. A job that is interesting and varied. 
2. A job with a good rate of pay. 
3. A job that offers good security. 
4. A workplace with a strong and active union. 
5. A job with plenty of opportunity for promotion. 
6. Employment where there are good relations with management. 
7. A job that is free from union rules. 
8. Employment where there is plenty of overtime. 
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4.02 Now, could you put in order of preference from the above 
statements the three things you now consider the most important 
in a job today. 
4.03 From the following list could you tell me how satisfied or 
dissatisfied you were with various things about your job with 
the company. 
1. Interest and variety of the job. 
2. How you get on with your immediate boss. 
3. The rate of pay. 
4. The job security. 
5. The strength and activity of the union. 
6. The opportunity for promotion. 
7. Freedom from union rules. 
4.04 Overall how satisfied were you with your job at the company? 
4.05 Now I would like to know how satisfied or dissatisfied you are 
with various aspects of your present or last job since the 
retrenchment? 
1. Interest and variety of the job. * 
2. How you get on with your immediate boss. 
3. The rate of pay. 
4. The job security. 
5. The strength and activity of the union. 
6. The opportunity for promotion. 
7. Freedom from union rules. 
4.06 Overall how satisfied are you or were you with your present or 
last job since your retrenchment? 
Could you please answer a few general questions about your job with 
the company and your present or last job since retrenchment. 
4.07 How much variety was there in the work you did at the company? 
4.08 How much variety is or was there in your present or last job? 
4.09 In the few years before the retrenchment, had there been any 
significant changes in your job that could be attributed to 
technology? 
4.10 If yes: Did these changes result in your job requiring more 
skill, less skill or the same level of skill? 
4.11 In the few years before the retrenchment had there been any 
significant changes in your job due to reorganisation? 
4.12 If yes: Did these changes result in your job requiring more 
skill, less skill or the same level of skill? 
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4.13 To what extent did your job at the company test the skills and 
experience you have acquired? 
4.14 To what extent does or did your present or last job test the 
skills and experience you have acquired? 
Presently employed only 
4.15 How secure do you feel your present job is in comparison with 
previous employment at the company? 
4.16 Here are a number of statements about work organisations. 
Which do you think best described your organisation at the 
company? Could you please indicate the extent to which you 
agree or disagree with the following statements. 
1. In this organisation management really cared for employees. 
2. In this organisation, management and the employees were 
definitely on opposite sides of the fence. 
3. No one was ever told what was going on in this organisation. 
4. In this organisation you were encouraged to feel a 
commitment to your job. 
4.17 Now for the same list of statements, which do you think best 
describes your organisation at your present or last job? 
1. In this organisation, management really cares for employees. 
2. In this organisation management and the employees are 
definitely on opposite sides of the fence. 
3. No one is ever told what is going on in this organisation. 
4. In this organisation you are encouraged to feel a commitment 
to your job. 
Sections 5 and 6 - Unemployed since Retrenchment Only 
Relevant questions of Sections 3 and 4 were asked of the unemployed. 
Section 7 
Here are some statements about employment, the economy and relations 
between managers and employees. I would like you to indicate how you 
feel about them. 
7.01 What I do at work is more important than the money I earn. 
7.02 Most managements have the welfare of their employees at heart. 
7.03 Employees should have a much larger say in the major decisions 
of industry. 
7.04 Unemployment is a natural feature of any economy. 
7.05 A good employee will always respect the decisions of 
management. 
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7.06 The rights of long-term employees should protect them from 
retrenchment. 
7.07 The Federal government is more concerned with the needs of 
ordinary people than the needs of business. 
7.08 There is one law for the rich and another for the poor. 
7.09 Employees in my position need strong trade unions to fight for 
their interests. 
7.10 Unemployment is due to companies being only concerned with 
maximising profits. 
7.11 The management and employees of a firm are really one big team 
and they should work together. 
7.12 Employees have too much job security nowadays. 
7.13 Australia's economic prosperity depends upon business being 
free to make as much profit as it can. 
7.14 Many major conflicts between management and employees are 
caused by the inflexible attitude of management. 
7.15 The Federal government should control the amount of profits 
that big business can make. 
7.16 Employees who lose their jobs through no fault of their own 
should receive compensation. 
7.17 My work is a major source of satisfaction in my life. 
7.18 People become unemployed because they are not good enough to 
hold their jobs. 
7.19 The enjoyment of leisure time is what makes life worthwhile. 
7.20 In any industrial society it will always be necessary to have a 
division between those who make decisions and those who carry 
them out. 
7.21 Employees should have the right to their jobs in the same way 
as shareholders have the right to their investments. 
7.22 I would rather have a job which paid a lot, even if the job was 
rather insecure. 
7.23 The owners of big business should agree on their levels of 
profit with governments and unions. 
7.24 The trade unions in this country have too much power. 
7.25 The State government is more concerned with the needs of 
ordinary people than the needs of business. 
7.26 Unemployment is due to employers having to pay higher wages 
than the market will bear. 
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7.27 Big business in this country has too much power. 
7.28 Many decisions about the work process would be better if made 
by the employees rather than managers. 
7.29 If it was financially possible for me to retire comfortably I 
would do so. 
Section 8 - Background Characteristics 
8.01 Could you please tell me your age in years? 
8.02 Sex. 
8.03 What is your marital position? 
8.04 Is your spouse presently working? 
8.05 If yes: Is she employed part-time or full-time? 
8.06 Do you have any dependent children? 
8.07 How many? 
8.08 Were you born in Australia? 
8.09 If no: What country were you born in? 
8.10 If no: How long have you lived in Australia? 
8.11 What religion (if any) do you belong to? 
8.12 At what stage did you finish your education? 
8.13 If a Federal election were held tomorrow which political party 
would you vote for? 
8.14 If a State election were held tomorrow which political party 
would you vote for? 
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